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1. BEFORE FILLING SW THIS FORM. READ THE 

l O E N T l F l C A T l O N  D A T A  

PDO K Reporting k1.D. Unit: 8. Was Evaluation Scheduled in Cdrrent FY annusl 
Evaluation Plan? 

Mission or AID/W Emice USAID/DR 
(ES # 517-0216) 

The follow-on training project designed by the Mission as 
the contintzation of the DETRA Project  has faced difficulties 
in starting due to budgetary- constraints .  Therefore, the 
Mission's traiaiw activities will be reassessed based on 
Strategic Objectives needs, as identified by the S.O. Teams. 

On the basis of recommendations xade in this evaluatioz.: 
1) Unexpended funds remainins under this project will he 
used to: 

a) Strengthen the administrative, managerial and 
financi:.l capacity of the Lominican NGOs and PVOs through 
traiqing in order tsc. help them become sustainable over time; 
aod 

b) To trair, emall and micr~-entrepreneurs to i~crease 
their access to ~conornic opportqEities and berefits- 

I 2 )  For the future, the Wission will develop a training plan 
geared to Strategic Objective needs and fiaancad wiLh 

I existing S.O.  project funds. In developing this plan, the 
Mission will consider how best to stre~gthen local  training 
institutions. 

A. RamZrez 
ane S.O. 
Teams 

I 
I 

A P P R O V A L S  
F. Date Cf Mission Or AIDpLT' Office Review Of Evaluation: (Month) 



- . A B S T R A C T  
' H. Evaiuatitn Abstract (30 not exceed the space provided) 

DETRA was a well conceived training program which more than accomplished its objectives. Originally designed 
to strengthen firrna in rha private sector and to increase non-traditional exports, it was modified during the IatCer 
stages to cmform to newly identified USACO Mission strategic objectives. CNHE was originally contracted to 
manage the prograin in the Dominican Republic; it was a r,atural link to private sector firms. Subsequently, I 
FYNDAPEC was provided a parallel contract to administer training programs directed to the public sector and to non- 
governrner;tat organizations. 

All EOPS indicators were exceeded by the program, inci~iding long- and shott-term overseas participants and in- 
country, shori-term participants. Initial emphasis was placed on placing graduate degree candidates, because of the 
length of their programs. Short-term overseas and s;ror&-term, in-country training targets were exceedxl. The 
program exceeded targets for HBCU training and training sf women. Although the number of off-shore slots for 
females was not attained, the number of in-country slds was exceeeed. Women were less available to participate in 
programs for private sector firms, because of the dominant presence of men in firms and the competing family 
responsibilities held by them. In part, level of female oartid>ation was explained by sector and ty?e of training, with 
greater numbers of: females participating in health and education programs. 

A number of evaluation studies were commissioned during the course of the program. They all indicated that 
participants and their sponsoring institutions benefitted considerably from the program. They indicated that the 
program had a measurable impact on career opportunities, salaries and jobs. They also indicated that firms have 
benefmed considerably through the changes which have been introduced by returned participants. 

Project assumptions were mostly verified during the course of the program. A major exception occurred with the 
key programming tool of the project, namely the Enterprise Training Plan (ETPJ. ETPs were meant to link the trsining 
of i,ldividual pa r t i~ !~n ts  with the needs of their sponsoring firms. The plans were designed to indicate major training 
needs in the firms, and to sugges. corresponding training for participants sponsored by the firms. Cultural and 
economic factors mitigated against the effective operation of this concept. Most firms lacked a tradition in planning; 
ntost tended to think short-range rather than long-range; and most tended to focus on individual rather than 
institutional needs. The program was slightly modified ts take these factors into account, when it was found that this 
zoncept was difficult to implement. 

Major lessons learned were: (1) that the greatest impact occurred from long-tenn, overseas training; (2) quality in- 
country, short-term rraining is availablz and can be used to improve the Dominican work force; (3) training should be 
targeted on econcm~i sectors rather than individual firms becausti of the fragility d firms and the high intra-sector 
mobility which exists; (4) ETPs are not appropriate for the Dominican Republic; (5) equity/eff!siency concerns 
permeate trziining for the private sector; (6) complex management structures reduce program efficiency; and (7) long- 
tern: projects benefit from having flexibility built into them. which permits them to adapt to changing circumstances. 

It is recemmended that (1) future training focus primarily on strengthening the management and sustainability of 
AID-client organizations, przicularly NGOs; (2) USAID should continue to support high impact, long-term, overseas 
training; and (3) USAID should incorporate strengthening of Dominican higher education institutions into its training 
activities. 

C O S T S  
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I. Eva;uatton Costs 

Source of Funds --I 1. Evaluation Team 
Name Affiliation 

Dr. David 0. Hansen Development 
Training 
Project 

Contract Number OR 
TDY Person Days 

P.O.No.513- 
0216-0-00- 
5124-00; 30 
days 

Contract Cost OR 
TDY Cost (U.S. $) 

$18,916 



Purpose sf Evaluation and ~ethodology: 

A.I.D. EVALUATION SUMMARY - PART 11 
-J, Summary of Evaluation Findings, Conclusions and Recommendations flry not to exceed the three (3) pages provided) 

Address the following Items: 
Purpose of evaluation and methodology used a Principal Recommendations 
Purpose of Activityiies] evaluated Lessons learned 
Findings and conclusions (relate to ql~estion) 

The main conclusion to be reached, based on this evaluation, is that DETRA has 
been an excellent training project. It has met original established goals, and 
training impact an the professional lives of former participants, and on their employer 
institutions has been considerable. For the participants, impact is manifest in 
increased salaries, promotions, and greater job mobility. Fc the employer 
institutions, it is manifest in greater management capacity, introduction of new 
computer and information technologies, new administrative procedures, better product 
marketing, et:. The policy environment for this sector of the economy has been 
improved through training of personnel from policy organizations, such as the Central 
Bank and universities. 

Mission or Office: 

USAXD/DR 

The purpose of the final evaluation was to measure progress towards achieving 
project goals and objectives, and to revalidate the project design. The analysis was 
divided into several major components, including, (a) discussion of backgrowd factors 
which affected the implementation of the project; (bl review of project results; (c) 
quantitative and qualitative impact analyses; (dl review of project administration; (el 
discussion of lessons learned; and (f) recommendations for future USAID Mission 
training programs - 

Data were gathered from several alternative sources, including (1) interviews with 
USAID Mission personnel, former managers of Dominican Offices responsible for the 
program, and former participants and their employers; (2) previous program evaluations; 
and background materials on the project. Previous evaluations included surveys of 
former participants and their employers. They were designed to assess the impact of 
training on the professional lives of participants and on the operations of their 
employers. 

Date This Summary Prepared: 

June, 1995 

Purpose of  Activities Evaluated: 

Tide And Rate Of Full Evaluation Report: 

Development Training Proj. Final Evaluation 

Considerable change occurred in parameters affecting the original design of DETRA. 
USAID Mission priorities changed over time and the project was adapted accordingly. 
Initially, the project was targeted on the Dominican private economic sector, and 
focused on (I) increasing private sector-led export growth; (2) improving firm 
productivity and efficiency; and (3) increasing the diversification and level of export 
05 non-tradition agricultural products. CNHE was contracted to administer this 
program, because of its excellent connections with the private sector. FUNDfSEC was 
also contracted to administer training for the public sector and for uon-governmental 
organizations in 1988. 

The project was expanded at this time to include more long- and short-term, off- 
shore training, and in-country training. Much of this trsining had little to do with 
the original pr~ject objectives; however, ' *  was consistent with emerging new Mission 
Strategic Objectives. These objectives were: (a) fomenting increased democratic 
participation in society; (b) improving health and reducing birth rates; and (c) 
promoting envircnmentally sound, equitable economic growth. During its latter sta- 
ges, DETm emphasized (1) increased concern with non-economic objectives; (21 short- 
term, in-country traiiling; and (3) increased attention to trzining NGO and FVO staff. 
These changes suggest that this evaluation be conducted in the context of rapidly 
changing social and economic parameters and the USAID Mission's attempts to adjust to 
them; and that lessons learned and recommendations will probably relate to training 
priorities that differ greatly from those found in the original project paper. 

AID 1330-5 j10-87) f age 3 



Findings and Conclusions: 

Several assumptions were made about conditions under which the project was to be 
implemented, and were defined in the LOG FRAME for the project. In most cases, these 
assumptions were robust, and supported project implementation. An importact assumption 
that affected project implementation, and was not included in the original LOG FRAME 
was that the Balaguer government would continue to give top priority to export of 
agricultural and other industrial products. This has not occurred. Major assumptions 
that were not totally valid were (a1 Private Sector Firms Want to Reorient Activities 
[this was less true for established firms which had benefitted from past government 
protectionist policies, than for new firmsl; (b) Political Stability and Economic 
Growth Will Prevail [this has occurred, but the public sector has bee largely abandoned 
over the life of the project; and many of its functions have been transferred to the 
private sector, particularly to NGOs and PVOsl; (c) Export Sector will Continue to be 
Top Priority [this has occurred through tourism and free zones; however, the 
agricultural and industrial sectors were given less priority by Balaguer]; (d) Private 
Sector Firms Recognize Need for Training [this occurred, but tended to emphasize 
training of family members tied to family firms, and to emphasize short-term training, 
because more problems were in short-term horizon; [el Employment Opportunities Exist 
for Trained Personnel Ithis has been the case, both with sponsoring firms and with 
other institutionsl; ( £ 1  Many Qualified Candidates for Training Exist [this was a valid 
assumption; however, most of them were not in important positions in private sector 
firms]; and (g) In-Country Training Capacity is Adequate [this assumption was valid for 
the project]. 

The project exceeded its training goals. Long-term graduate training fell a few 
individuals short, largely because of the failure of some participants to finish their 
programs. Short-term training exceeded project goals, both off-shore and in-country. 
In-country training goals were greatly exceeded, with a major emphasis in the health, 
education and civil society areas. About 47 percent of the trainees were female, with 
the largest percentage attending in-country programs; and over 10 percent of the off- 
shore trainees were placed at HBCUs. 

The Evaluation Training Plan (ETP) was a key element in the project design. ETPs 
were intended to link individual training to the strengthening of private and public 
employer institutions. The training plans were designed to highlight training needs of 
employer institutions, and to suggest the types of training that were to be provided 
under DETRA to meet these needs. Public sector institutions and larger firms were more 
receptive to the ETP than were smaller firms. Smaller and newer firms were more 
concerned with immediate manpower resource needs and immediate problems. Many of the 
family owned firms tended to focus on training of family members. Consistent with the 
Latin culture, there was also a tendency to focus on individual needs and capabilities, 
rather than on organizational needs. Because of these and other conditions, many 
employers defined the ETP as an application requirement, rather than as a planning 
document; many were poorly done; and many tended to focus on individual rather than 
organizational needs. 

Program impact was assessed through surveys of former participants and their 
employers, which were conducted during the life of the project, ana through irrterviews 
with former participants, project administrators and employers of participants. These 
data suggest :hat the program has resulted in substantial positive impacts on 
particiytints and their employers. Participants have improved salaries and experienced 
job mobility because of the training. Training has been applied in work settings to 
improve management, administration and production quality and efficiency. These 
impacts occurred both in the public and private sectors. 



S U M M A R Y (Continued) L 
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Participants indicated that off-shore training was of greater value, because of 
the impact that it had on their professional formation. while class room leaning was 
important, the principles which they acquired, the contacts they made, and exchanges 
with other students and faculty had the greatest impact. General training, rather than 
highly technical training, had the greatest impact. It provided participants with 
knowledge about alternative markets and product development, as well as principles of 
management and administration. This knowledge was more easily applicable over a 
variety of areas. Gff-shore training also appears to have had a consistently greater 
positive impact on ~:.nployers, participant careers and project target objectives. 

Project administration was generally responsive, goal oriented, and user frienely. 
USAID/GDO maintained good relations with CNHE and FUNDAPEC - -  the local management 
entities. These entities established and maintained excellent relationships with 
-apgropriate institutions in Dominican sectors relevant to DETRA. DAI provided 
technical assistance to CNHE, including local assistance in identifying, orienting and 
placing participants, and placement and logistical support for off-shore trainees. 
Some problems emerged with both placement and in-country technical assistance. With 
regard to placement, participants complained that their were not placed in institutions 
of their choice. DAI indicated that its placement of participants was conditioned by 
supporting docunentation and cost factors. Participants also complained about poor 
pre-departure support from the DAL representative in the Dominican Republic. 

Principal ~ecomendatPons: 

Several recommendations that are relevant to future training activities of the 
USAID Mission are found below. 

a USAID should maintain a portfolio of overseas training, particularly long-term 
training, because it results in greatest irnpact on national economic and social 
development. 

0 USAID should incorporate activities which strengthen higher education 
institutions into in-country training programs. Substantial quality, in-country 
training capacity currently exists. This should be nurtured to increase the 
magnitude o2 training investments. 

e Increased attention should be given to strengthening administrative, managerial 
and sustainability dimensions of Dominican NGOs and PVOs which participate in the 
current USAID p r o j e c t  portfolio. These institutions require this training in 
order to become sustainable over time. 

Principal Le~sone Learned: 

o   raining Impact is Directly Related to the Amount of Funding Invested in it. 

e High quality In-Cwzntry Training Capacity is Available. 

Training Should be Targeted on Economic Sectors rather than on Specific 
fnstitutions/~nte~~rises~ 

e ~nterprise Traioing Plans do not Work Well in the Uoni~ican Republic. 

a ~quity/Efficiency Parameters Determine Different Types of Training Programs. 

a Complex Project Management Structures Reduce Program Efficiency and Create 
Additional Work for other Participating Institutions. 

Long-term Projects Require Cesign Flexibility to Facilitate Adaptation to 
Changing Circumstances. 

I 
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K. Attachments (tist attachments submined this Evaluaiian Summary; attach copy d fu!! evatuatian report, even it m e  was submined earher; attach studiis, 
surveys, etc.. fmm "ongoing" evaluation. if relevant to the evahatjon report.) 

Copy of the full Evaluation Report: Three copies in English. 

C O M M E N T S  ." 
L Comments By Mission, AD/W Office and Barrower/Grantee On Futl Report 

The Development Training Project has achieved and exceeded its training goals. It has 
succeded in meeting its purpose of impraving the human resource base required for the 
private sector growth and development, and to improve both public and private sector 
instituions efficiency and productivity. 

Program impact was assessed throush surveys of former participants and their employers. 
These surveys revealed that the project resulted in substantial positive impact on the 
participants and their employers. Participants improved their salaries and experienced 
job mobility because of the training received, and employers reported improved 
management, administration and production quality and efficiency. 

This project also succeeded in complying, and exceeding, the WID component and the 
Mission's HBCU's requirement. The counterpart contribution required under this project 
was also exceeded. 
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Purpose of Evaluation and Methodology: 

The main conclusion of this evaluation is that DETRA has been 
an excellent training project. Kt has m e t  established goals, and 
training impact on the professional lives of former participants, 
and on their employer institutions have been considerable. F o r t h e  
participants, impact i s  manifest in increased salaries, promotions, 
and greater job mobility. For the employer institutions, it is 
manifest in greater management capacity, introduction of new com- 
puter and information technologies, new administrative procedures, 
better product marketing, etc. The policy environment for this 
sector of the economy has been improved through training of 
personnel from policy organizations, such as the Central Bank and 
universities, 

The purpose of the f i n a l  evaluation was to measure progress 
towards achieving project goals and objectives, and to revalidate 
the project design. T h e  analysis was divided into several major 
components, l-jcluding, (a) discussion of background factors which 
affected the implementation of the project; (b) review of project 
results; (c) quantitative and qualitative impact analyses; (dl 
review of project administration; (e) discussion of lessons 
learned; and (f) recommendations for future WSAID ~ission training 
programs. 

Data were gathered from several alternative sources, including 
(I) interviews with USAID Hission personnel, fomex managers of 
Dominican Offices responsible for the program, and former partici- 
pants and their employers; (2) previous program evaluations: and 
(3) background materials on the project, Previous evaluations 
included surveys o f  former participants and their eempLoyers. They 
were designed to assess the impact of training on the professional 
lives of participants and on the operations of their employers. 

Purpose of Activities Evaluated: 

considerable change occurred in parameters affecting the 
original design of DETRA. USAID Mission priorities changed over 
time and the project was adapted accordingly. Initially, the 
project was targeted on the Dominican private economic sector, and 
focused on (1) increasing private sector-led export growth; (2) 
improving firm productivity and efficiency; and (3) increasing the 
diversification and level of export of non-tradition agricultural 
products. CNHE was contracted to administer this program, because 
of its excellent connections with the private sector, FUNDAPEC was 
also contracted to administer training for the public sector and 
for non-governmental organizations in 1988. 

and 
The project was expanded a t  this time to include more 

short-term, off-shore training, and in-country training. 
long- 
Much 



of this training had little to do with the original project 
objectives ; however, it was consistent with emerging new Mission 
Strategic Objectives. These ot j ectives were: (a) fomenting 
increased democratic participation in society; (b) improving health 
and reducing birth rates; and (c) promoting environmentally sound, 
equitable economic growth. During its latter stages, DETRA 
emphasized (1) short-term, in-country training; (2) increased 
concern with non-economic objectives; and (3) increased attention 
to training NGO and PVO staff, Changes suggested that the evalua- 
tion be conducted in the context of rapidly changing social and 
economic parameters and the USAID Missionus attempts to adjust to 
them; and that lessons learned and recormendations should relate to 
training priorit4.e~ that differ greatly from those found in the 
original project paper. 

Findings and ~onclusfons: 

Several assumptions were made about conditions underwhich the 
project was to be implemented, and were defined in the LOG FRAMB 
for the project. In most cases, these assumptions were robust, and 
supported project implementation. An important assumption that 
affected project imple~zntation w a s  not included in the original 
LOG FRAME. It was assunnd that the Balaguer government would 
continue to give top priarli.ty to export of agricultural and other 
industrial products. This has not occurred. O t h e r  important 
assumptions were thqt: (a) Pr iwa te  Sector Firms Want to Reorient 
Activities [this gas less true for established firms which had 
benefitted from past government protectionist policies, than for 
new firms] ; (b) Political Stability and Economic Growth Will 
Prevail [this has occurred, but the public sector has been largely 
abandoned over the life of the project; and many of its functions 
have Been transferred to the private sector, particularly to NGOs 
anB PVcls] ; (c) Export Sector will Continue to be Top Priority [this 
has occurred through tourism and free zones; however, the 
agricultural and industrial sectors were given less priority by 
Balaguer 3 ; (d) Private Sector Firms Rec~gnf ze Need for Training 
[they tended to emphasize training of family members tied to family 
firms, and to emphasize short-term training, because most problems 
were in need of rapid solutions; (e) Empl~pent Opportunities Exist 
for Trained Personnel [this has been the case, both with sponsoring 
firms and with other institutions]; (£1 Many Qualified Candidates 
for Training Exist [this was a valid assumption; however, most 
candidates were not in important positions in private sector 
firms]; and (g) In-Country Training Capacity is Adequate [this 
assumption was valid for the project]. 

The project exceeded its training goals, Long-term graduate 
training fell a few individuals short, largely because of last 
minute changes in plans by candidates and changes M-S, programs in 
the U.S. Bath off-shore and in-country training exceeded project 
goals. In-country training goals were greatly exceeded and tended 
to focus on health, education and civil society development, About 



47 percent of the trainees were female, with the largest percentage 
attending in-country programs ; and over 10 percent of the off -shore 
trainees were placed at MBCUs. 

Evaluation Training Plans (ETPs) were key to the project 
design. ETPs were intended to link individual training to the 
strengthening of private and public employer institutions. The 
training plans were designed to highlight training needs of 
employer .institutions, and to suggest the types of training that 
wera to be pya-rided under DETRA to meet these needs. Larger firms 
were more raieptive to the ETP as were public sector institutions, 
Smaller and newer firms were more concerned with immediate manpower 
resource needs and immediate problems. Many of the family owned 
firms tended to focus on training of family members. Consistent 
with the Latin culture, there was also a tendency to focus on 
individual needs and capabilities, rather than on organizational 
needs. Because of these and other conditions, many employers 
defined the ETP as an application requirement, rather than as a 
planning document; many were poorly done; and many tend~d to focus 
on individual rather than organizational needs, 

Program impact was. assessed through surveys of former 
participants and their employers, which were conducted during the 
life of the project, and througn interviews with formex 
participants, project administrators and employers of participants. 
Survey data suggest that the project has resulted in substantial 
positive impact on participants and their employers, Participants 
have improved salaries and experienced jab nobility because of the 
training. Training has been applied ifi work settings to improve 
management, administration and production cpality and efficiency- 
These impacts occurred both in the public and private sectors. 

Participants indicnted th;t off -shore tr=+ irxinq was of greater 
value, because of its impact on their pr~f%~ssional f~rmation. 
While class room learning was important, the psi's.t;fples acquired, 
the contacts made, and the exchanges with ~t l ?z f  students and 
faculty had the greatest impact. General traiaing rather than 
highly technical training had the greatest impact, It provided 
participants with knowledge about alternative markets and product 
development, as well as principles of management and 
administration. This knowledge was more easily appllc-ble over a 
variety of areas. Off-shore training also appears 'Lo have had a 
consistently greater positive impact on employers, participant 
careers and project target objectives. 

Project administration was generally responsive, goal 
oriented, and user friendly. USAID/GDO maintained good relaticms 
with CNHE and FUNDAPEC -- the local ms.nagement entities. These 
entities established and maintained excellent relationships with 
appropriate institutions in Dominican sectors relevant to D m .  
Development Associates, Inc. (DAP) providedtechnical assistance to 
CWIfE, including local assistance in identifying, orienting and 
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placing participants, and placement and logistical support for off - 
shore trainees. Some problems emerged with both placement and he 
country technical assistance. With regard eo gtlacemer.t, 
participants complained that they were not assigned to institutions 
of their choice, DA1 indicated that its placement of participants 
was conditioned by supporting documentation and cost factors. 
Participants also complained about poor pre-departure support from 
the DAP representative in the  Dominican Republic. 

Principal ~ecommendations: 

Several recommendations that are relevant to future trafning 
activities of the USAID Hission are found below. 

USAfD shoald maintain a portfolic: of overseas training, 
particularly long-term training, because it results in 
greatest impact on national economic and social developraent. 

USAID should incorporate activities which strengthen higher 
education institutions through in-country training programs. 
Substantial quality, in-country training capacity currently 
exists. This should be nuxturad to increase the magnitude of 
training investments. 

9 Increased attention should be given to strengthening adminis- 
trative, managerialaad sustainaDi~itydfmensions sf ~ominican 
NGOs and PVOs which participate in the current USAID project 
post f olio. These institutions requ !-re this training in order 
to becoae sustainable over time, 

~xincipal Lessons Learned: 

* The Impact o f  Training is D i r e c t l y  Related to the mount of  
Funding Invested In it. 

Overseas, long-tern training has the highest impact, but j,s by 
far the mast expensive. This type of training impacts on the 
professional formation of participants as well as on their 
technical perfomance, Principles and general oriedation to 
professional and to work environments, which were acquired during 
training, had important long-term effects on their careers and on 
their employer institutions, 

High ~uslity, In-Country Training Capacity is Available. 

Local institutions provided excellent training under D m .  
This w a s  more true of courses which lasted for one w e e k  or more. 
These courses were strengthened, as w e r e  the sponsoring insti- 
tutions, by the incorporation of appropriate international 
personnel into the course offerings. 



v i i i  

* Training is B e s t  Targeted on Economic Sectors rather than on 
Specific Inatitutians/Entcrp9f%es. 

Considerable job mobility occurred among participants upon 
return from their training. This was most notable for those who 
undertook long-term and overseas trainbag. In s o m e  cases, their 
sponsoring institutions went out of business. In other cases, they 
provided returned participants with unsatisfactory jobs. Partici- 
pants fov.nd that they had highly valued and marketable skills upon 
return, Many respa.~ded to more attractive job offers-  

Most of the mobility which occurred, however, took place 
within the same economic sector in which training was provided. 
For example, some Central Bank-sponsored participants took jobs 
with private banks; some professors of agriculture took jobs with 
agribusiness firms; and some NGQ employees took jobs with firms i- 
the same sector. Future training should focus an manpower resource 
needs of sectors, raeher than firms, to facilitate this type of job 
mobility, while at the same time, maximizing returns from 
investments in training. 

Enterprise Training Plans do not Work Well in the Dontinisan 
Wepublie, 

Alternative organizational 6pgroacbes to training in thk 
Dominican Republic should be considered and implemented. Many of 
the firms participating in the training were small and relatively 
new. They had limited capacity to complete good training plans. 
Training candidates took charge of preparing more of the ETPs, and 
incorporated their own personal training ~references, rather than 
the needs a£ the sponsoring firms, i z i  t h e m .  

Several additional limiting factors were: (1) that *ere is 
less of a tradition of working w i t h  training plans in the D o m i n i c a n  
private sector; {2) that many firms are family owned and operatea, 
and desire primarily to send family members for training; ( 3 )  many 
private sector firms are on shaky economic footing, and are 
concerned with solving short-ten problems rather than long-term 
problems; and (43 that in the Latin American culture, a tendency 
exists to focus on individual rather t%an organizational needs. 

As a result of these conditiens, many firms defined the ETP as 
an application requirement rather than as a planning tool; many 
were poorly done, and therefore of marginal use i n  defining 
training needs; and mar,y tended to focus an needs uf participants 
rather than needs of employers. 

@ ~ q l u i + p / ~ E I i c i l e a ~  Parar~etess Deternine ~ifferent m e s  sf 
Training Pragraas. 

Programs that are d~signed to provide training to private 
sector firms, is order to strengthen mem, are more likely to 



emphasize efficiency goals. Programs that are not designed to 
provide institutional strecgthening are more likely to emphasize 
equity goals. Private Sector firms, particularly family owned and 
operated f frms, axe more 1ikel:- to support the overseas trainf ag of 
family members, who will later become managers and decision makers 
in the firms. These individuals are nore likeiy to be of middle or 
upper class origin, However, training of these individuals is more 
likely to lead to higher payoff for the firms. These participants 
are more likely to return after training and they are more likely 
to remain with the sponsoring firm. 

Short-term training, particularly in-country training, is more 
likely to incorporate individuals of lower economic means, This 
train in^ places fewer economic demands on sponsoring institutions, 
and the training is more accessible to individuals who may have no 
fotmal affiliation with institutions in the private sector. 

Complex Project Management Structures Reducle Program Effici- 
ency and Create Additional Work for other participating 
Institutions. 

DETRA had two in-country management entities -- CNHE and 
FUNDAPEC .  pera at ion ally , this implied that USAID duplicated its 
management and oversight responsibilities. This resulted in 
additional monetary and personnel management costs. Management 
costa were primarily borne by the General Development Office and 
the Controllers Office. In part this structure resulted from 
shifts in USAID Mission priorities. CNHE was originally contracted 
to access the private sector, consistent with project objectives. 
When training was slso shifted to the public and N w  sectors, there 
was a need to define an intermediary that worked with these 
sectors. A subcontract arrangement, using only one primary 
contractor, could have avoided so~ne of the additional cost and 
management burdens. 

0 Long-term Projects Require Desim Flexibility to Facilitate 
adaptation to Changing Circumstances. 

DETRA was designed as an eight year project. Many changes 
occurred in the Dominican economy, and in AID priorities while it 
was being implemented. These changes led t o  changes in the focus 
of training. Adaptation to the changing circumstances would have 
been less difficult, if greater flexibility had been introduced to 
the project design. It may be appropriate in the future to t ie  
training to Mission Strategic Objectives and to specific projects. 
This would permit resources to flaw in fonns that are consistent 
with changing priorities. 



BODY OF REPORT 



A final evaluation of the USAI~/~ominican Republic's 
Development Training Project (517-0216) [DETRAJ is presented in 
this report. The Scope of Work for this assignment (See Appendix) 
indicated that the project should be assessed at t w o  Levels, 
namely, (1) achievement by trainees of their specif is objectives 
for using the training in the employer organization, and (2) 
resulting changes in the organization that contributed to the 
project goals. In the report, attention is given to the project's 
impact on individual participants and their employer institutions. 
However, it also focuses on project strategy and desiyil, in the 
context of changing priorities within the USAED Mfssion and lihe 
Agency fox International Development in general. 

The focus is on informing about how general training projects 
can be improved in the future, particularly in an era of declining 
resources. The primary concern is to contribute to future training 
strategies, and the design of projects to meet them. 

This is a formidable task, given the changes which occurred in 
USAID Mission priorities during the life of the project, and the 
corresponding changes which were introduced into it. Initially, it 
was targeted on the Dominican economy, especially improvement of 
its efficiency and production of high quality products. Specific 
objectives were (1) to increase private sector-led export growth; 
(2) to improve firm productivity; and (3) to increase agricultural 
diversification. It began with a single contract with the 
Dominican National Council of Businessmen (CNHE), It was 
subsequently amended to include parkicibation by the Foundation 
APEC (FUNDAPEC), Funds allocated to FUNDAPEC were to be used 
specifically to train individuals from the public sector and from 
NQA-Governmental Organizations (NGBs). 

Amendment $4 to the Project Paper increased the number of 
evaluations of DETRA fxom two to three. However, the final 
evaluation objectives remained the same, namely, to measure 
progress towards achieving project goals and objectives, and to 
revalidate the project design. The analysis in this report will 
enable the reader to do so. However, it will also shed light on 
appropriate training strategies in light of declining resources and 
shifting priorities within USAID. 

The report is organized so that sections naturally flow in 
seqence. 1 t begins with a review of background factors, including 
major changes which have occurred in the Dominican economy during 
the life of the project. The setting which gave birth to DETRA is 
also briefly reviewed. This is followed by a brief discussion of 
competing priorities which emerged in the USAID Mission, and 
priorities which may emerge during the coming five years. The 
second section contains a review of project results, This section 
is divided into two parts, In the first part, patterns of training 



provided are discussed; and in the second part, the impact of the 
project on the former participants and employer institutions is 
assessed, and factors which are related to this impact are 
discussed. This section is based on data from previous surveys of 
participants. The following section focuses on project administra- 
tion, It includes discussion of the performance of different 
entities involved in the conduct of the  training. The final 
section contains a discussion of lessons learned f r o m t h e  project. 
This section focuses on principles which should guide future 
project design and execution. 

Be BACKGROUND FACTORS AFFECTING THE PROJECT 

Information provided in this section is intended to give the 
reader an overview of factors which impacted on the project design 
and implementation over its life time, The period of 1986 to 1994 
was a period of transition in the Dominican economy which ramified 
directly on its social structure and society. Modifications of the 
original design were in part an attempt to address these changes. 

1. Changes in the ~smin5can Economy 

The underlying rationale for DETRA was that changing circum- 
stances made it imperative that Dominican firms increase their 
levels of efficiency and product quality, in order %e be able to 
compete in international markets. Substantial changes in the 
nature of the economy made this imperative. In the agricultural 
sector, the disappearance of preferred market quotas for sugar, 
coffee and other traditional export crops signalled a need to shift 
to non-traditional exports. However, markets for these products 
were also highly competitive. Many Dominican firms had a limited 
capacity ta survive in highly competitive international markets. 
The problems which they faced resulted, in large part, from import 
substitution policies pursued by the ~ominican government, which 
were themselves a legacy of policies advocated by R a u l  Prebisck and 
other policy experts associated with the Economic ~ ~ d s s i o n  for 
Latin America. These policies were directly challenged during the 
decade of the eighties by an oil crisis and by a burgeoning foreign 
debt. In response to thf s crisis, the Dominican goverrmer;t turned 
to the International Monetary Fund and other international lenders, 
which discouraged further adherence to these antiquated policies. 

Attention then became increasingly focused on the generation 
of foreign currency through increased exports. However, it was 
recognized that many enterprises, that had significant potential 
export markets, w e r e  not geared up to take advantage of this 
opportunity. Mast were inefficient and failed to adhere to high 
quality standards. They nt?es,ded to overcome several major short- 
comings i n  order to contribute t o  the balance of payments. Their 
diversification and abi l i ty  to compete i n  international markets 



were continge~t on obtaining new technical expertise, new modes of 
production, distribution and marketing, improved management and 
administrative capacity, and increased knowledge about interna- 
tional markets and how to access them. Initially, DETRA was 
designed to help them overcome these shortcomings. 

The initial project focus was on increasing export capacity. 
This was defined as managerial and technical capacity. Managerial 
weaknesses were identified in business administration, production 
management and banking, particularly as it relates to trade and 
expo?zt finance. The agribusiness sector was defined as a major 
contributor to exports, particularly in nonotraditional exports. 
In agriculture, manpower shortages were identified in mid-level 
management, agribusiness administration, agronomy, food technology 
and product design. Technical manpower shortages were also 
identified in other sectors of the econony, including industrial 
electronics, food processing, graphic arts and industrial design- 

The latter training related to the quality of production in 
the free zones, which had been sedt up in major cities in the 
country- These free zones, along with tourism, became the major 
sources of export earnings. The free zones, of course, produced 
products that had a guaranteed market. Tourism was able to avail 
itself of relatively cheap labor, thus competing favorably with 
other Caribbean nations. Free zones also benefit from this 
relatively inexpensive labor. 

2. Modifications in Project Design and Expected Outco,mers 

The project experienced several major modifications, that were 
reflected in project amendments, during its nine year life. In 
1988 DETRA was expanded to include training needs of firms and 
other private sector participants not involved in exports, as we19 
as public sector institutions and NCOs which could support private 
sector-led export activities. However, they also were supporting 
improved health and social services. This signaled a shift toward 
addressing equity issues, and the increased inequality and poverty 
in Dominican society which occurred during the recession of the 
mid-eighties. In sum, this amendment expanded the universe of 
institutions that were eligible to receive training support, and 
the scope of training activities. It was a response ito evolving 
circumstances surrounding the project and USAID Missf on priorities. 
The amendment also stipulated that numerous less costly, highly 
accessible in-country training courses be conductea. 

Since 1990, the USAID mission has spent a considerable momt 
of time and energy redefining its strategic objectives and 
corresponding organizational structure. By 1993, it had defined 
its strategic objectives as (1) fomenting increased democratic 
participation in society; (2) improving health can4 reducing birth 
rates; and (3) promoting environmentaPly sound, equitable economic 



growth, These strategic objectives deviated considerably from 
mission priorities in 1988 when D E W  began. The latter stages of 
DETRA were dominated by (1) short-term, in-country training; (2) 
decreased concern with the economic growth objective; and (3) 
increased attention to training staff from Non-Governmental 
0rgani.zitions (NGOs) and Private Voluntary Organizations (PVOs) - 

This cursory review of the changes which occurred during the 
life of the project suggest two important points to bear in mind 
about the following analysis. First, DETRA must necessarily be 
evaluated within the context of rapidly changing social and 
economic factors, and the attempt by USAID to adjust the training 
project to them, Second, lessons learned and recsmmendations which 
result from the analyses will undoubtedly relate to trahing 
priorities that differ greatly from those found in the original 
DETRA Project Paper- 

3. Project ~mplementation: A Review 

In August, 1986, USAID and the National council of Business- 
men (CNHE) signed a grant agreement under which CHHE was given the 
responsibility to implement DETRA. W E  established a management 
office and immediately initiated selection of candidates for  off- 
shore training, to be preceded by English language training, 

Development ~ssociates, Inc. was given a four year contract to 
provide technical assistance to the contract in July, 1989. Prior 
to this, the USAID Mission worked directly w i t h  CMHE in the 
identification, preparation and placement of participants, The 
AIDjWashinqton Office of International Training and its principal 
subcontractor - Partners in International Education and Training 
(PIET) - facilitated placement and monitoring of participants in 
the U.S. Once its contract was in place, DAI assumed these 
advisory roles with CNHE. 

CNHE awarded a $300,000 sub-grant t o  Partners of the Americas 
to manage training in the U-S- Training was to consist of 4 M.S. 
degrees and 30 short courses. Three M.S. programs were initiated 
and 34 short-term participants were trained. The grant period was 
originally three years, but was extended far 7 months to allow M. S. 
participants to complete their degree programs. Trained partici- 
pants under this subagreement are included in CNPPE aggregate 
figures . 

Two years after its initiation, the DET- project was 
sabstantialby modified. The original project was enlarged by the 
addition of another eight million dollars, and the extension of its 
closing date to August, 1994. A t  this juncture, USAID also 
provided a grant of 4 .2  million dollars to the Foundation APEC 
(FUNDAPEC) to manage training activities. Another 3 .8  ntilPion 
doPlars was added to the CTiE grant. FUNDAPEC was given the 



responsibilityto design and support training activities for public 
sector entities and for PVOs and other MGOs similar to those 
designed by CNHE for private sector entities. DAI did not provide 
technical assistance to FUNDAPEC. 

The toes of training to be provided by FUNDAPEC were similar 
to those being provided through the grant to CNHE. FUNDAPEC w a s  
also expected ts select and place participants in graduate degree 
training programs and in appropriate short-term, non-degree 
training programs in the U.S .  and other countries. A portion of 
the supplemental funds were also to be used by CNME and FWNDAPEC t o  
contract for short-term, in-country training. m E  was given 975 
thousand dollars to contract for 54 of these courses, and P'ONDAPEC 
was given 450 thousand dollars to contract for 32 of them. The 
Development Associates contract was also amended in January, 1998 
to continue provision of technical assistance to CNHE and FUNDAPEC. 

FUNDAPEC and CNHE received additional funding in Dominican 
pesos from the Technical Secretariat of the Presidency (STP) to 
promote additional short-term, in-country training, ~ u r i n g  the 
period, July, 1992 to August, 1994, FUNDAPEC received an additional 
$1,845,500.68 pesos. These funds were used for short-courses in 
health and population, project formulation and development 
planning, education, and agriculture and natural resources. CNHE 
was provided with an additional $1,152,070.99 pesos to arrange for 
similar types of in-country training. 

4. Project Asstmptisns 

DETRA was designed to stimulate increased export growth and 
economic development. This was to be accomplished by providing 
appropriate training to private sector firms that could be involved 
i n  future export activity, and to public sector entities which help 
facilitate export activity. The Logical Framework Matrix for the 
pro j ect outlined several important assmptions upon which the model. 
was based. In Barge measure, they have proven to be valid. They 
are briefly reviewed below, 

An assumption which did not appear in the Logical Framework 
Matrix was perhaps for the success of the project as those 
discussed. This was that the government would continue to give top 
priority to the export of agricultural and other industrial 
products as a source of foreign exchange. This in fact did not 
occur. In fact, the two leading sectors of the ~ominican economy, 
as regards foreign exchange earnings, are tourism and free zone 
production. These have been given high priority by the Balaguer 
government. As a consequence, the potentiax of agricultural and 
industrial sectors to contribute to foreign exchange earnings 
through exports has not been fully realized, 



ASSTJXPTION: Private Sector Finns W a n t  to Reorient Activities 

Many firms demonstrated a desire and capacity to reorient 
their activities. This was most evident in the agricultural and 
textile and artisan sectors. Others introduced new management and 
organizational systems, based on computer technology. Older, more 
established firms were less likely to make these changes. They 
have established systems and benefitted in the past from government 
protectionist policies. Their ability to survive under GATT is a 
moot question, 

ASSVMgTION: POLITICAL STABILITY AMD ECOHQXIC GROWTH WILL PREVAIL 

The Dominican Government has essentially been stable since 
1965. Political stability has impacted positively on economic 
growth and private firm development; and has encouraged foreign 
firms to invest in the country. 

However, much of the public sector has been abandoned during 
the past decade. Many of the functions of government agencies have 
been taken up by private sector entities, including a myria8 of 
relatively new NGOs and PVOs. The shift in focus from the 
government sector to the private sector has resulted in declines of 
government salaries and morale; and in substantial transfers of 
qualified personnel from public to private sector jobs, particular- 
ly to the NGOs and PVOs. The ability of these institutions to 
provide needed inputs in research, education and teaching, and to 
otherwise transfer goods and services to less privileged strata of 
society has been seriously jeopardized, In recent years, these 
functions have been largely usurped by the NGO and PVO communities. 

ASSUMPTION: EXPORT SECTOR WXLL C O ~ I ~ E  TO BE TOP PRIORITY 

The current government administration has given top priority 
to tourism, free zones and the construction sectors. These sectors 
have prospered, and the  first two have become the major earners of 
foreign currency. However, this also resulted in reduced 
contributions by the industrial and agricultural sectors to 
national development. To a certain extent, this impacted 
negatively on DETRAr s goal. Although not foreseen when the project 
was designed, the recent signing of the GATT agreement by the 
Dominican government will require export industries to 
substantially upgrade their quality control, operational 
efficiency, and ability in order to compete effectively in 
international markets. These will in turn depend in large measure 
on additional training of their personnel. 

ASSUMPTION: PRIVATE SECTOR FIRMS RECOGNIZE NEED PQR TRAIMfNG 

Most firm managers recognize the need to upgrade work force 
skills, and they are willing to make investments, depending on the 
type of training. Most recognize a need for specific skill 



training related to the work place. Most also agreed that long- 
term training was necessary, particularly for current and/or for 
future executives. However, they disagreed regarding who should 
receive long term training. Family firms preferred to train one of 
their own, since they anticipated that they would be future leaders 
of these firms. 

Most firms approved of short-term training, as a means to 
irn~rove job performance. They preferred in-country training to 
of f-shore training because it involved less time away from the 
firm, and offered greater possibilities of understanding how the 
training could be applied on the job. 

ASSVMPTIOBT: EMPLOYMEXW OPPORTUNITIES EXIST FOR TRAINED PERSONNEL 

Long-term trainees should have been employed for a period of 
not less than one year prior to being proposed for fellowships; and 
the assumption was that they would continue to be emplayed by their 
sponsors upon return. This implied that employment opportunities 
existed for long-term trainees. Surveys of returned trainees 
indicated that they had many employment opportunities upon return; 
and that many had actually changed employment. 

ASSffEaPTION: WNY QITA&IFIED CANDIDATES FOR 2RAINING EXIST 

Both C W E  and FUNDAPEC identified qualified candidates for 
off-shore training. Some variation in numbers existed by 
institution and sector. One major problem with the program design 
was the  assumption that  occupants of key positions i n  the firms 
would be available for training under the project. Many of the 
trainees did not originate from these positions, nor did they 
return to them. 

The total pool of candidates turned out to be samewhat smaller 
than was originally anticipated, particularly for long-term degree 
training. Many private sector firms are small and employ few 
people who would qualify for this training, Many firms could not 
afford to release appropriate candidates, or they were unable to 
cover counterpart costs associated with training. 

ASSUEaPTION: IN-COUNTRY TRAIIING CAPACITY IS ADEQUATE 

In-country training was generally of high quality and germane 
to local problems, CNHE polled members about needs to be m e t  by 
training. FaMDAPEC relied on newspapers and public sector 
informants, Organizations which provided the training were mostly 
selected through open competition. B o t h  CNHE and FUNDAPEC 
solicited proposals and selected the best ones for each short 
course. Training was conducted at various facilities, including 
the university campuses, local hotels and government facilities, 



* A more complete analysis of training by content area is fauna 
in a later section of t h i s  report. 

C- PROJECT RESULTS: AN OVERVIEW 

1. Project Wrnerical Accomp~ishnents (BOPS Indicators) 

End of Project Status Indicators for DETRA are found in Table 
1. They have varied, depending on the stage of the project. The 
figaxes presented are those which correspond to the entire project 
including all of the amendments. Only total figures for graduate 
degree training, short-term, off-shore training, and short-term, 
in-country training are found in the official literature. For 
purposes of analysis, these figures were broken down by gender.* 
The gender goals presented for CNIIE assme 40 percent female par- 
ticipation, while those presented for flMaAPEc assume 25 percent 
female participation. These figures were assigned to each of the 
project management organizations. No explanation was ever given 
for the disparity. Suffice it to say that, when aggregate figures 
are used, the project met the 40 percent female participation goal. 
Indeed, of the 18,973 participants, 8,940 w e r e  women. This 
represents slightly over 47 percent of all participants. 

CNHE exceeded its overall project training goal by slightly 
over 1 percent, having arranged for the training of 2,844 
participants. Data in Table 1 indicate that this is due to greater 
programming of participants for short-term, in-country training. 
Using aggregate figures, about 33 percent of the participants 
selected by CNHE were women. This figure is l o w e r  than the 4 0  
percent figure assigned to CNHE. On the other hand, it is 
considerably above the 25 percent figure assigned to FUNEAPEC. In 
part this m a y  reflect the nature of the training arranged by CNHE. 
Most of it was directly related to business matters; and women 
participate less actively in this sector of the economy than do men 
in the Dominican ~epublic. About 35 percent of the participants in 
in-country programs were women while only about 28 percent of off- 
shore participants were women. In part, this may reflect the fact 
that it is easier for women to participate in in-country training. 
Many have family responsibilities, including tending for children 
in addition to their work place responsibilities. It is easier for 
them to satisfy both when participating in in-country training. 

Data in Table 1 also indicate that FUNDAPEC greatly exceeded 
i t 8  overall project goal of 980 participants. In large measure, 
this was due to the nature of the training provided. FWNDAPEC fell 
about 9 percent short of its goal for graduate degree training. 
However, it entered the program several years after CEEE, and had 
less time to program graduate degree participants. This 
programming had to be completed with sufficient time to ensure M a t  
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Table 1: Summary of !Training G o a l s  and Training Provided 

National Cauncil of Businessmen 

Male Female Total 

Type of 
Training Goal** Output Goal Output Goal Output 

Graduate 
Degree 65 71 42 34 107 105* 

Short-Term 
O f f  -Shore 369 450 246 165 615 615 

Short-Term 
In-Country 1,266 1,374 818 750 2,084 2,124 

Total...., 1,700 1,895 1,106 949 2,806 2,844 

Foundation APEC 

Male Female Total 

Type of 
Training Goal*** Output Goal Output Goal Output 

Graduate 
Degree 34 28 11 13 45 41 

Short-Term 
O f f  -Shore 102 117 3 3  87 135 284 

Short-Term 
1 n-Country 600 7,990 200 7,894 $00 15, 884 

Total..... 736 8,138 244 7,994 980 16,129 

* Includes 6 Participants of Partners of the American Program 
** Assumes Goal of 40% of All Participants 

*** Assumes Goal of 25% of A l l  Participants 



the participants completed their program prior to August, 1994, 
which was the project termination date. Three participants are 
still in the process of compleking their degrees, FUNDAPEC placed 
over 50 percent more participants in short-term, off-share programs 
than was originally programmed. The biggest difference i r z  output 
versus programmed goals was for in-country participants, In all, 
15,884 individuals participated in in-country short courses, 
workshops and seminars, Most of the participants attended training 
related to health issues, particularly AIDS, and democratic 
processes. The latter training was offered in support of civil 
service reforms. 

Differences in participation by women in different types of 
training programs are similar to those found for participants 
placed by CNHE. AS for graduate degree training, 32 percent of 
those placed were women. Women participants in off-shore training 
represent about 44 percent of the total. About as many women as 
men participated in in-country training programs, This may in part 
be explained by the nature of the training provided, particularly 
that related to health education and democratic processes.* 

2. Enterprise  raining Plans 

Enterprise Training Plans (Ems) were a fundamental design 
tool of the organizational approach found in D m .  DETRA was 
designed to strengthen f inns, with the assumption that they are the 
key units involved in promoting private sector economic growth, 
especially through increases in non-traditional exports. It was 
assumed that greater training impact would result from this f 0 C B .  
ETPs linked individual training to the strengthening of firms. 
ETPs were designed to demonstrate how training would shore up key 
management and technical deficiencies of firms. 

ETPs w a r e  designed to screen institutions, because they w e r e  
a precondition for participation in long-term training. Qnly 
employees of firms presenting ETPs were eligible for training. 
They highlighted training needs for the f inns, and by inference, 
the types of training that were required for employees to satisfy 
these needs. By inference, they also identified the types of 
individuals that needed the additional training, Most of the 
training related to ETPs was long-term, overseas training. 

The strengths and weaknesses of this approach were amply 
discussed in the two previous evaluations of DETRA (Itenforth, 1990; 
Hansen, 1993). However, they bear further discussion because of 
their potential salience for future education and training 
projects, including future attempts by USAPD to strengthen MGOs. 

* Gender variations in participation rates are further discussed 
in a following section. 



Numerous problems were initially ancounterad in preparing 
ETPs. A major factor which led to these problems was the limited 
planning capacity of the firms. Most w e r e  smaLi and were 
relatively new. Many were family firms, which were headed by 
individuals who had little or no appreciation for long range 
planning, particularly as it relates to kman resource needs. 
Given the small size of many of these firms, they had limited 
capacity to prepare the ETPs. These problems were less evident in 
pdlic institutions which entered the program w i t h  the signing of 
a contract with FUEDAPEC in 1990. Many of these public 
institutions had planning departments and Brad already prepatred 
human resource development plans. 

To get around the fact that few firms were coming forth with W s ,  
CNHE encouraged candidates for training to pressure their employers 
to spend the necessary t i m e  on ETPs and to provide t h e m  w i t h  
required support during training. T h i s  approach increased the 
number of ETPs received. The down side to this approach was that 
it encouraged individuals with weaker ties to f i r m s  to init iate  the 
process. They often helped define training programs that met their 
individual needs, but not necessarily the greatest needs of the 
sponsoring fims. 

Several factors worked against the use of the f i r m  level  
approach and the use of highly structured training plans. They may 
be more common t o  countries which are less developed economically, 
and in which organizational discipline is less evident. 

In the Dominican Republic, there appears t o  be less of a 
tradition of preparation and use of manpower training plans. 
Furthermore, many firms are new and have never worked witb 
training plans, 

* Many are family owned and operated. If these f ixms are to 
make long-term investments i n  training, they probably will 
center them around family members, who are expected to be 
decision makers, if they are not so already. These will not 
be economically disadvantaged individuals. 

Most private sector firms are not on solid economic footing. 
They are concerned with the short-term, rather than the long 
term, and they are inclined to seek short-term solutions t o  
immediate problems. Nanpow@r investments, particularly in 
tr,:,ning, are likely to focus om immediate needs, rather than 
the long-term needs implied by ETPs. 

In the Latin American culture, there is a tendency to focus on 
individual needs and capabilities, rather -an on organiza- 
tional needs. This augurs against the use sf ETPs based on 
organizational needs. 



As a result sf these conditions, the ETPs were not as effective as 
taey were designed to be. 

* Marqy firms, NGOs and public institutions defined them as an 
application requirement, rather than a planning doc~~~tent .  
Nany received little or no input f r o m  organizational leaders- 

e Many were poorly done, failing to provide important 
inf omation, t o  identify adequately f i x m  level constraints, 
and training required to address the constraints, 

@ Training plans for small, famiby owned firms tend to focus on 
the needs sf indivfAuals rather than those of the firm. M a n y  
of these firms had few caneidates for training. 

3. Distribution of Training by Econsmic Seetor 

Table 2 summarizes the distribution of training by economic 
sector. Data are further broken down by gentler in order to assess 
the relevance of economic sector to training potential by gender- 
Differences in  sectors to which t-zaining was directed by - and 
FUNDAPEC reflect in part the orientation of these inatitukions and 
in part changes in the prcject as it evolved. CNHE is devoted 
primarily to meeting the interests of the business community in the 
Dominican Republic. The original design of the project contempla- 
ted dealing only with this sector. FlNDAPEC entered the project a 
little over two years after its initiation, and its participation 
was oriented towards serving the training needs of government 
institutions and NGOs. Its mandate within Dominican society was to 
support education across seceors. 

Data on the distribution of training 'managed by CNHE indicate 
that it was all provided in three sectors: 1 Economy/Finances; 
(2) Agriculture; and (3) IndustriaP/Manageslent. These sectors are 
directly related to the ori'jinal general objective of DETRA, namely 
to promote increased productivity and efficiency of firms, particu- 
larly as they relate to promotion of non-traditional exports. The 
bulk of graduate degree training was related to the industrial/man- 
agemen+ sector. This represented 80 percent of all long-term 
training. Another 13 percent of this training was provided in the 
general economy/financial sector. O v e r  a third of the trainees fn 
both of these sectors were women. The remaining 7 percent of the 
long-term training was provided in the agricultural sector. All of 
this training was provided to men, Women were nost frequently 
provid~d industrial/management training (88%). 

The  distribution of specialized, off-shore training was 
similar to that for long-term trainirtg. A majority (58%)  of this 
training was directed to the industrial/management sector. Fifty 
percent of the men received training in this area as compared to 76 



Table 2: Distribution of Trainins by Econamic Sector and Gender 

National Council of ~usinessmen 

Male Female Total 

# % # % # % 
Off-Shore, Lona-Term - 
Health/Population 

Economy/Finances 

Education 

Agriculture 

Democracy 

Industrial/Management 

Subtotal.............. 

Off-Shore, Short-Term 

Health/Population -- -- -- -- -- -- 
Economy/Finances 54 13 23 12 77 12 

Education -- -- -- -- -- -- 
Agriculture I60 37 23 18 183 30 

Democracy -.) -- -- -- -- -- 
Industrial/Management 213 50 14 2 '76 355 58 

- - 
Subtota l . . , . , , . . . . . , . .  427 100 188 100 615 100 

Short-Term. In-Countxv 

Health/Population -- -I I- -- -- -- 
Econorny/Finances 94 7 74 3.1 168 ; 8 

Education -- -- -.-. -I 
-- -- 

Agriculture 379 28 80 11 459 23 

Democracy -- -- -- -- -- -0 

Industrial/Management 869 65 543 78 1,412 69 



Table 2: Distribution of Trainina bv Economic..,.f~ontinued) 

Off-Shore, Lons-Term 

HealUI/Population 

Econorny/Finances 

Education 

Agriculture 

Democracy 

Industrial/Management 

g 
Health/Bopulation 

Economy/Finances 
Education 

Agriculture 

Democracy 
Industrial/Management 

Subtotal., ,...,....--. 

Foundation APEC 

Male a T o t a l  

Health/Population 3,964 40  2,191 25 6,145 33 

Economy/Finances 361 4 222 3 583 3 

Education 421 4 931 10 1,352 7 

Agriculture 17 2 2 22 -- 194 1 

Democracy 4,964 50 5,612 62 10,576 56 

Industrial/Managemexzt 3 -.- 12 -- 15 -- 
- - 



percent of the women. Agriculture was the next most common 
sector of training. However, unlike industrial/management, men 
were twice more likely than women to have received training in it. 
Only 13 percent of the trainees in this area were women, Women and 
men were as likely to have received training in economy/finances. 
Less than one sixth of all specialized overseas training was 
provided in this area. 

The pattern of short-term, in-country training roughly 
parallels that for short-term, off-shore training. E o t h  men and 
women were most likely to have received this training in the 
industrial/management area. Over three-foms of the women w e r e  
trained in this area as were about two-thirds of the men. 
Agriculture was the nexk most frequent area of in-country training. 
Twenty-eight percent of the men received training fn this area as 
did. 11 percent of the women. Less than 10 percent of all in- 
country training was in economy/finances. 

Data in the table suggest that the most popular area of off- 
shore and in-country training, was indus&al/management, while the 
second most popular was in agriculture, This is i n  keeping with 
the project objectives. Industrial/management training was most 
likely to lead. to increased productivity and efficiency; and 
agricultural training was the mast likely to lead to increases in 
non-traditional agricultural exports. 

Data on economic sectors in which training was emphasized by 
FUNDAPEC demonstrate a notable contrast with the above. There is 
a much greater emphasis an health, education and democratic 
strengthening. Also, it is apparent that women participated w i t h  
greater frequency i n  FUNDAPEC-managed training. In p& this 
reflected the areas in  which trainhg was provided. 

Long-term training was primarily directed to agriculture andl 
the economy/finances which were areas also emphasized by CNHE. A 
review of the FUMDAPEC-managed portfolio of training, long-term 
training indicates that it was most consistent with the original 
objectives of DETRA. Men w e r e  twice as l ikely to be trained in 
agriculture as w e r e  wonen. Unlike CNHE-managed training, about 
one-third of the long-term scholarships were slotted for health and 
education. 

The relative importance attributed to education was greater 
for specialized, off-shore training. Close to two-thirds of the 
male participants anB about a third of the female participants 
received specialized training in *;his area. However, aver half of 
the female participants received specialized training in economy/ 
finances. 



Tho greatest deviation of training from original project 
objectives occurred for in-country training. ~lmost all of this 
training was targeted for health and democratic strengtfiening. The 
health training dealtprimarily with the topic of AIDS prevention; 
the democratic strengthening dealt primarily with civil service 
ref arm. Although not tied to the original project objectives, this 
training was justified under the rationale that it was directly 
tied to Mission Strategic Objectives. Data indicate that about 
two-thirds of the women who received in-country training received 
it in democratic strengthening, while a fourth received it in 
health, Health training was primarily pxovided to women teachers 
and NO0 employees, who were considered to be trainers of trainers. 
Democratic stse~lgtheningtrairsingprovfdedto government employees, 
many of whom w e r e  women, Data confirm that over twice as many WO- 
men received in-country training than did men, This again reflects 
the predominance of women employed in this sector of the economy. 

Several summary statistics regarding FUNDAPEC-managedtraining 
merit repeating. First, almost 99 percent of all individuals 
trained received in-country training, Fifty-six percent of this 
training was in democratic strengthening. Another 33 percent was 
in health; and only 11.4% was in other areas, primarily education. 
This training represented e major deviation in programmed 
training from original project objectives. It occurred during the 
latter stages of the project, and was consistent with redefined 
Mission Strategic Objectives. 

4. Local currency Component 

As part of the Development Training Program, the Technical 
Secretariat of the Presidency (STP) agreed to use AID-~~Unterpart 
funds to support additional in-country training. T h i s  training was  
to be administered by CNHE and lWNDAPEC. The initial obligation 
was for 4.2 million pesos, STP provided both intermediary institu- 
tions with loans of up to $2,000,000, which were to be turned into 
grants upon successful completion of the training. The initial 
loan agreements between FUNDAPEC and STP, and between CNHE and STP 
were signed in late 1991. Over the years, the initial agreements 
were amended as more funds were provided to the agreements. 

Both programs are considered by USAID to have been satisfac- 
torily completed- Each intermediary institution used slightly over 
half of the funds allocated to them for actual training. The 
training provided is described In the fallowing section, as are 
several problems which occurred with each intermediary organiza- 
tion during the life of the program. 

A. National e~W!tcil of Businessrmen (CN%T%) 

Training under the STP Agreement were initiated in January, 
1993. By August, 1994, CNHE had sponsored seven training courses 



in which 182 persons received training. The original goal for 
training under the program w a s  175 persons.  he original proposal 
was to provide training for secretaries and other support personnel 
in rural areas. This training was to have been related to use of 
office equipment, office duties and procedures, and project related 
activities. This idea w a s  abandoned, however, because m a n y  of the 
rural areas did not have adequate office eqplipment and because of 
the great logistical problems implied in identifying, mobilizing. 
and giving courses to this dispersed population. Agricultural 
firms also expressed a more immediate need for management, 
marketing and quality control training. In its place, CNBE 
established a program which focused on support of the agricultural 
sector, particularly as it related to non-traditional exports and 
environmental issues, The content of these courses was defined 
through a survey of needs in this sector. The courses offered are 
found in the following table. 

Table 3: Courses Offered by CNHE Using STP Counterpart Funds 

(1) M e a t  production and Processing 
(2) Integrated Pest Management 
(3) Pigeon Fea, Banana and Avocado Export 
( 4 )  ~gribusinees Manage~ent for E x p o r t  Industries 
( 5 )  Consumer Ecological and Environmental Demands 
(6) Total Quality Management for Export Industries 
( 7 )  Total Quality Management 

Entities were selected to provide the training through open 
competition. Proposals were solicited and then evaluated by a 
technical committee, on the basis of their technical and cost 
parameters. The courses were all favorably evaluated by a:= 
participants in them. They were primarily directed to private 
sector firms. 

The cost of these seven courses was RD$782,$38,40. CNIIE 
formally proposed several alternative uses for tha remaining funds 
to STP, including the presentation of more courses, purchase of 
office equipment and an evaluation study, However, the STP 
declined to provide more funding for this activity. In that +he 
training benchmarks were reached, STP turned the loan into a grant. 

B- Bundacion para a1 Csedito Bducativo (F~J~APEC) 

FUNDAPEC was selected to provide training to public sector and 
NGO employees under this program. It was FONDAPEC8s understanding 
that these funds were to be used for training, and for surveys, 



evaluation and follow-up activities, as proposed by FUNDAPEC in its 
original proposal, which was submitted to STP in 1990. 

The training provided by FUNDAPEC under this program is found in 
the following table. The 15 courses offered provided training on 
topics of predominant concern to the Dominican government and the 
NGO community, and were consistent w i t h  US- ~ission Strategic 
Objectives. They included (1) Health, (2) Finances, (3) Education, 
and (4) Agriculture and Natural Resources. In all, FUNDAPEC 
provided training to 561 individuals. Two hundred AIDS trainers 
received training; 58 individuals received training in project 
formulation and development planning; 206 teachers received 
training on various education topics, and 97 mdividuals received 
training on enviror?~~ntal and natural resource management topics. 

Table 4: Courses Offered by mTNDAPEC Using STP counterpart Funds 

Training Trainers against AIDS 
Training Trainers against AIDS 
Training Trainers against AIDS 
Training Trainers against AIDS 
Project Formulation 
Development Planing 
Distance Education Workshop 
Education Textbook Elaboration 
Daily CurricuPun Pr~~ramming at Primary Level 
First and Second Grade Learning Evaluatian 
Work/Play NethadoTogy 
School kc3ainfstration a d  Supervision 
Soil ~onsemation 
Natural Resource Managanent 
Environmental  ducati ion 

FUNDAPEC used committees which it had established to select 
in-country training institutions and participants for DETRA to 
undertake the STP component of its program, As shown in the 
following table, DR$1,101,563.70 were used to finance the training 
component. FUNDAPEC also  used DR$736,575.06 ko establish an 
evaluation system for its training programs. In ~ovember, 1991, it 
contracted with Servicios Cietificos y Tt5ccnfcos Ingenieros 
Consultores, C ,  por A. (SEBCITEC) to elaborate a Program of 
Evaluation and Follow-up for DETRA Sponsored Trainees. FWDAPEC 
also contracted two individ.ua$s to help implement this program and 
to oversee all evaluation and follow-up activities. The subsequent 
evaluation study indicated that the program m e t  its objectives, 

Through this program FUNDAPEC broadened DEZRA to include 
sectors not originally envisioned under the original DETRA design. 
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Table 5: Allocation of STB Counterpart Funds by FUNDAPEC 

Total Training DR$1,101,563.70 
Evaluation System 736,575.06 
Adjustments 7,361.92 

The majority of training provided by FUNDAPEC was in areas of 
Health, Education and Strengthening Democracy. Although not 
directly related to strengthening the private sector, increasing 
production efficiency, and increasing non-traditisnal exports, 
these areas were consistent with WSAID Mission Strategic Objectives 
that were defined after DETRA was init iated.  

F'UNDAPEC acquired m a i n  frame computing equipment under this 
program, using RD$252,848.00 of the funds allocated for the 
evaluation system. This expenditure was not authorized because it 
was not included in the approved I993 budget. Subsequently, under 
Amendment f4 to the Agreement between STP and FUMIAPEC, dated 
August 4, 1994, FUMDAPEC agreed to compensate STP for this amount 
through @l...Scholarships, Conditional Scholarships, Loan 
Scholarships, or any other similar modalities, in order to cover 
the cost af short courses, specialized training, or university 
training, at  the technical or professional level,  of a d ~ a t i ~ n  of 
no mare than ~ W Q  years, in universities and technical education 
institutions in the country. A specf f ied t i m e  frame and reporting 
procedure were ahso specified in this Amendment. It is unknown 
whether this condition has been m e t  by FUNDAPEC, 

D a  XMFACT ANALYSIS 

2. Surveys 

This section contains an analysis of the impacz sf training 
provided under D E m  I. It is based on data f r o m  surveys ef ex- 
participants and their employers, expert informant interviews, and 
file documentation from the USAID, MJMDAPEC and CNHE: offices. 

A. Summazy o f  Results from Four Pollew-up Surveys 

F i v e  surveys of ex-program participants were conducted during 
the latter stages of the project. They were used in previous 
evaluations and in reports prepared by CNHE and FUNDAPEC, These 
surveys were reported in studies by Renforth (1990) , Hansen (1993) , 
ISA (1993) , ~uciano Lopez (1994) , and FUIIDAPEG (1994) . Although 



the surveys varied somewhat in content and quality, they were all 
based in part on questions which were designed to assess impact of 
training on the ex-participants themselves, and on their employer 
institutions. 

The Renforth study (1990) has been omitted in the following 
summary tables, because it was conducted over four years ago, and, 
therefore, was less likely to have captured as much impact- These 
tables sununarlze data f r o m  the other survc;-s using questions about 
impact related to occupational mobility, salary benefits, and job 
performance as assessed by the ex-participants and their employers. 

These data provide a general overview of impact- They do not 
permit detailed aggregate analyses because questions w e r e  phrased 
i n  different ways in each survey. However,  similarities in the 
findings makes them useful. Given the heterogeneity of the samples 
used i n  the studies, the data can be considered to be robust, and 
can be used to extrapolate findings to the entire pegulation of ex- 
participants. 

An important limitation of these studies is that they fail to 
assess the impact of much of the training administered by FUNOAPEC 
and CNHE using funds from the STP (Chiribaga, 1994; Gonzalez, 
1995) . As discussed earlier, each institution was provided with up 
to DR$2,000,000 under this agreement, These funds were used to 
support short-term, in-country training which occurred during or 
after the  surveys. However, much of this training, par-kicularly 
that financed by FWNQAPEC, was in general education and in health 
and sex education. It probably had limited impact on salaries and 
job mobility. The impact of this type of training is more liXely 
to be seen in changes in non-job related attitudes and behaviors. 
This training will be discussed in a separate section, 

Emvlovment Status 

Data in the following table indicate that 95 percent of the 
366 ex-participants included in the surveys described above were 
employed at the time of the surveys. This figure is consistent for 
the private and public/NGO sectors. The FUNDAPEC survey reported 
100 percent employment; however, it was only directed to employed 
former participants. The ~ E / L W C I ~ O  survey reported that only 
43  percent of the ex-participants worked for institutions which had 
initially sponsored them. This reflects the fact that many indivi- 
duals, who received training some time before the survey, were 
interviewed. Many had changed jobs by the t i m e  the survey was 
conducted. 

The fact that most of the ex-participants w e r e  employed 
indicates that the training which they received is probably having 
an impact on the Dominican Republic. Data which will be presented 
later from the Hansen survey indicate that job changes by ex- 



Table 6: Zmployment Status of Ex-Participants 

Employed Unenployed Total 

Survey # % # % # % 

TOTAL,,..... 348 95 18 5 366 108 

participants generally occur within the same economic sector, so 
that the impact is associated with the sectors in which training 
was received. 

Data in Table 7 indicate that over three fourths of the 
respondents reported that they had improved their employment 
situation as a result of the training which they received. This 
is a very significant finding because it ref l e a s  a quick return on 
investments made through training. As might be expected, the 
impact was slightly greater for those who completed gractuate degree 
training, Graduate training increases marketability mare than 
short-term, non-degree training. These ex-participants were the 
most likely to have changed employers. The data also suggest that 
the a m o u n t  of job mobility among those who received graduate degree 
training did not vary much by institutional sponsor. 

However ,  data also indicate that some variation existed by 
institutional sponsor for those who attended short-term training 
programs. The impact on job mobility ox" employees of public 
institutions and Non-Governmental Organizations (NGOs) appears to 
have been somewhat greater, T h i s  nay reflect high rates of job 
mobility i n  these sectors- Salaries are lower and there is a 
tendency initially to take jobs in these sectors to gain 
experience, w i t h  the expectation that they will eventually lead to 
employment in the private sector. 



Table 7 :  Ex,-Participant: Better Job Achieved Due to Training 

Graduate Degree 

Yes No 

# % # % 
Sample - - 

FWNDAPEC 9 90 1 10 

Yea No 

- - - --- 
TOTAL,...,.... 8 3  82 3.8 18 287 76 60 24 

Y e s  No 

# % # % -- - - 
109 75  36 25 



Table 8: Ex-Participant: Job Currently Held Related To Training 

Graduate Degree Specialization Total 

Y e s  No Y e s  No 

# % # % # % --- 
6 9 62 83 15 17 

1 10 34 85 6 15 

Y e s  No 
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Avplicabilitv of Traininq 

Information was gathered fxam both the ex-participants and 
their employers - if they were still employed by institutions which 
sponsored them - about the utility of the training. Th@se data 
indicate that both the ex-participant and his/her employer judged 
that training had been of benefit to the employing institution. 

Data in Table 8 summarize opinions of ex-participants regard- 
ing the relevance of the training for the jobs which they are per- 
forming. As was true for occupational mobility, data i n  Table 8 
indicate that overall applicability is high. As regards total 
figures, 82 percent indicated that they fomd the training to be 
relevant to their jabs upon return, !!!he percentages of respon- 
dents i n  the CNHE and FUEJDAPEC samples, who reported positively, 
are almost identical -- 86 and 87 percent respectively. 

The percentage of graduate degree recipients, who indicated 
that training received was relevant to their jobs, was greater than 
-that for short-term training recipients. This may be because m o s t  
graduate degree training is general in nature, and can be applied 
to a variety of situations, The relationship ~f graduate degree 
training to employment appears to be greater in the private sector, 
although the difference is not marked. Public sector institutions, 

b because of the highly structured working conditions which they 
offer, are less likely to encourage or reward innovative behavior. 
Rather, they tend to encourage routinized behavior, consistent with 
structured sets of rules- This may explain why graduate training 
is utilized less by public sector employees. 

Seventy-nine percent of the respondents, who attended short- 
term training programs, indicated that training received is related 
t Q  the requirements of their current job. This percentage is 

Table 9: Employer Assessment: Training Benefitted 3rganization 

Survey 

Yes No Total 

1 * Comparable data not presented in study completed by CNHX or 
FUNDAPEC/ FUND, 



Table 10: Ex-Participant: Experienced Better Job Performance Due to Training 

Graduate Degree Specialization 

Yes No Yes No 

# % # % # % # % 
Sample - - - --- 

FUNDAPEC 9 90 1 10 35 9 0. 5 10 

FUNDAPEC/ I S A  6 67 3 33 39 72 15 28 

- - - - - --- 
T O T A L  80 80 21 20 132 67 64 33 

Total 

Yes No 

# % # % 
-- - - 



slightly lower than for tikosa who received graduate degree train- 
ing. Little variation existed between the percentages of CPTHE and 
FUNDAPEC respondents. They indicated that private sector and other 
sector employees applied training received with about equal 
frequency, 

Emplayers tended to assess similarly the applicability of 
training to jabs held, as is shorn in Table 9. Approximately 85 
percent of the employers surveyed by ISA (1993) and Hansan (1993) 
indicated that what they learned had been applied to their jobs to 
the benefit of the sponsoring fnstitutican. A t  the executive level, 
application may have been reflected in greater management capacity, 
more effective decision-making, and more effective use of 
information to make informed decisions. A t  the tecbrPieaL level, it 
may have meant more effective application of technical skills 
acquired to their jobs.* 

Job Performance 

About two-thirds of the respondents of the surveys reported 
that their job perzsrmance improved due to their training exper- 
ience. H o w e v e r ,  notable eiffsrences existed by level of training 
and by seczox. Data in Table 10 indicate that recipients of 
graduate degree training were mcre Likely to attribute improved job 
performance to their training. Eighty percent indicated this to be 
the case, as compared with only 53 percent of those who had 
refofved specialization training. This m a y  reflect differences h 
the quality and scope af training. Graduate degree training took 
lorrger and may have e~abled the ex-partidpants to develcp a 
gxeater number of job related s k i l l s .  

The c~ntrast between these findings and those reported by 
recipients sf short-term training is notable. Less than thirty 
percent of CNEIE-sponsored ex-participants indicated that training 
helped to improve job performance. In contrast, over two thiras 
of the FUNDAPEC-sponsored ex-participants indicated that  their 
training resulted i n  improved job psrfomance. This difference may 
be explained in part by the way that the question was asked in the 
surveys; in the CNHE survey, it was much more precise. Iiowever, it 
may also be g a ~ l y  explained by the nature of the specialized 
training provided to the participants, as was discussed in the 
Hansen (1993) report. 

* For a more extensive disccssion of the use of training to pro- 
mote change in sponsoring institutions see Hansen (1993:52-54, 
60-63). 



fnveshent Return 

Employers were also asked whether they judged the investment 
made in training to have been worthwhile, Employers were required 
to continue paying salaries of participants while they were in 
training, and to employ them upon return. T h i s  was a major invest- 
ment, particularly for institutions which sponsored participants 
for long-term training, that averaged slightly over two years. 
Data in Table 11 indicate that  m o s t  of t h e m  believed the investment 

Table 11: Employer Believes Training Worth the XnvestPnent 

Yes No Total 

FUNDAPEC/ ISA 57 90 6 10 63 100 

T O T A L . . . . . . .  268 90 30 10 198 100 

* Comparable data not presented in study completed by FUNDAPEC. 

to have been worthwhile. Indeed, 90 percent responded positively 
to this question. There was little variation between the CNHE and 
FUNDAPEC surveys. The Hansen (1993) survey results were slightly 
l o w e r .  This may result f r o m  the fact sat his  survey was actually 
conducted in 1992, and the returns on investment were still less 
apparent to the employers- 

Salarv Increases 

Perhaps one of the most significant indicators of training 
impact is salary increase. Human capital analysts tend to regard 
this as the best indicator of return on investment in education. 
These data are presented in Table 12. They indicate that over two 
thirds of the ex-participants surveyed reported receiving salary 
increases as a result of their training. 

As was true for other impact indicators, percentages were much 

1 higher for those who received graduate degree training. Einety- 
eight percent indicated that they had received a salary increase. 
Other data in the reports further indicate that the increases were 





substantial. The same data also suggest that this tendency was 
greater in the private sector. All of the CNHE-sponsored ex- 
participants indicated that they had received substantial salary 
increases. They may reflect a greater tendency in  the private 
sector to reward individuals for human capital investments. 

Those who undertook short-term training were less likely to 
have received significant salary increases. In part, this may be 
due to differences in the way the question was posed in different 
surveys. However, it may also reflect that much of the short-term 
training may not have been oriented to improving jab performance 
per se. This was definitely the case for training related to 
democratic initiatives and health practices, 

Aggregate data from prior s m e y s  indicate that returns from 
investments in training financed under DETRA were substantia~. 
They tended to be sligkitiy greater for ex-participants from the 
private sector, and for those who received graduate degree train- 
ing- Ex-participants indicated that they benefitted by attainment 
of higher status and By way of salary increases. Both employers 
and ex-participants indicated that the employer institutions 
benefitted from the training through improved job performance. 

8. Detailed Analyses from Hansen (~993) survey 

Detailed analyses of survey results from the Hansen (1993) 
study are presented in =this section. This study contains data 
which are important to issues found in the Scope of Work preparea 
for this impact assessment (See Appendix to Report). The section 
is divided into separate analyses of impact assessment by (I) 
sector sf employment (privake/pub%ic-ETW) ; (2) type of training 
(general/technical) : (3 ) place of training (off -shore/ in-country) ; 
and (4) nature of training (management / technical production) . 
Dependent impact assessment variables are (1) applf cation of 
training in the work place; ( 2 )  use of training to make changes; 
and (3) salaxy increase). None of the surveys presented data on 
the relationship between gender and these dependent variables. 
However, gender data are available for the distribution of training 
by economPc sector of employment and other contextual factors. 

Sector of Emplovmcat 

D a t a  on the differential applicati on of knowledge by sector of 
emplaylaent are found in Table 13. They indicate that roughly 50 
percent of iill ex-participants believed that they were applying 
over half of what they learned in their jobs. This is a generic 
finding, but does suggest that skills acquired through training are 
being used. Skills acquired through off-shore training are more 



public and NGO sectors. Fifty-seven percent reported that they 
received salary increases because of the training, whereas only 45 
percent of the ex-participants from the private sector indicated 
likely to be applied than those acquired through in-country short- 
term training- Ex-participants from the public and NGO sectors 
were about 50 percent more l ikehy to have reported this high level 
of application of knowledge gained. This may reflect the nature of 
the training acquired by individuals in this sample. Public sector 
employees were more likehy to have received off-shore training. 
Only 24 percent of the ex-participants were applying less than 50% 

Table 13: Application of Knowledge Acquired by Employment Sector 

Application of Knowledge Acquired 

Less than 50% 50% More than 50% Total 

Employment 
Sector # % # % # % # % 

Private 14 25 18 32 24 43 56 100 

Total 21 24 23 26 44 50 88 100 

of what they learned, Apparently, application of training is 
slightly greater in the public sector and in the NGO community than 
in  the private sector, 

The relationship between sector of employment and impact of 
training on salaries is presented in Table 14. About half of the 
respondents indicated that the training lead to a salary increase. 
However, training had a greater impact on ex-participants f r o m  the 
this to be true. In part this may explained by the large number of 
respondents fromthe private sector who participated in short-term, 
in-country training programs. These programs generally had lower 
economic pay-off for the respondents, 

where resp~ndents were employed prior to training appears to 
be less important than where they were employed after training. 
Five EWNDAPEC-sponsored ex-participants were employed in the 
private sector at the time of the survey. They indicated that they 
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Table 14: Impact of Training on Salary by Sector of amgloymen* 

Training Lead to Salary Increase 

Yes Mo Total 

Employment 
Sector f % P % # % 

Private 24 4 5  29 55 53 100 

Total 40 49  41 51 83 100 

received substantial salary increases subsequent to the training. 
These salary increases may have been more of a consequence of 
changing employers than the training itself. 

Overall, it appears that there is a slight tendency for 
training to result in higher salaries. A l t h o u g h  not reflected in 
data presented in the table, this tendency is greater for off-shore 
training, particularly for ex-participants from the private sector. 

Data on the relationship between employment sector and use of 
knowledge to make changes in employer institutions axe presented in 
Table 15, Must ex-participants had used the training to promote 

Table 15: Knowledge Used to Make Changes by Sector of Employment 

Knowledge Acquired Used to Make Changes 

Employment 
Sector ]P % 

Private 31 54 

Total 

No Total 

# % a# % 

26 46 57 I00 

10 33 30 100 

36 4 1  87 100 



changes in their employer institutions. However, the percentage 
responding affirmatively was greater f D r  the public sector and for 
NGOs than it was for the private sector. Sixty-seven percent of 
those sponsored by FUNBAPEC responded affinaativePy as compared to 
only 54 percent of those sponsored by CNHE. As was true far salary 
increases, the difference may also be due to the greater percentage 
of public sector and NGO ex-participants who received off-shore 
training. Other data indicated that ex-participants in in-country 
training programs were more likely to find the training received ts 
be less relevant to their job responsibilities. 

an sum, these data suggest that training has resulted in 
participant inrtfated changes in their employer institutions more 
often than it Bas not, Rowever, this overall trend is gxharily 
due to training of public and NW employees. 

TBe data presented on impact of txaining by sector of 
employment indicate that there me important differences between 
sectsrs- Public sector and NGO participants are more likely to use 
their training ts introduce changes upon return and tbey are m o r e  
likely to experience personal benefit f s o m  the training. Several 
factors may, in pare, explain t h i s  differential impact. These are 
(1) the tendency far mere public sector an8 NG6 participants in the 
smpPe to have participated in off -shore training activities, w h i c h  
have higher returns; (2) the  higher quality sf public seetor and 
NGO training plans; (3) the Eaet that public sector participants 
arere m o r e  likely ta have participated in longer-tern training; and 
(4 )  the  higher job mobility of public sector and NGQ participants. 

Type of training refers to the general versus technical 
content of training. General training is that which provides 
information which is useful across a gamut of industries and 
circumstances. It is probably best represented by management and 
administrative training and site visitations and toms. ~echnical 
training is targeted on qualities, attributes or needs of specific 
products or industries. Examples are short courses on shoe 
production and tailoring of articles of clothing. 

Data in Table I6 summarize the relationship between type of 
training and application of knowledge acquired through training. 
Approximately half of the respondents have applied aver 50 percent 
of the knowledge they acquired through the program. However, those 
who participated in general training programs w e r e  more likely to 
have applied their training. O n l y  10 percent of the respondents 
who participated in general training programs reported that they 
w e r e  using less than 50 percent of what they learned, while 55 
percent indicated that they used over 50 percent of their training. 
This distribution contrasts sharply w the distribution for 
technical training. Thirty percent of those receiving technical 



training indicated that they used less than SO percent of the 
knowledge they acquired. And only 47 percent indicated that they 
used m o r e  than 50 percent. 

General training appears to be more easily applied than 
technical training- In part, this may reflect the nature of the  
training. Technical training either fits the job or it does not. 
Management, administrative and other types of general knowledge are 
more easily applied to different occupations and work-related 
problems, Future technical training programs should take greater 

Table 16: Application of Knowledge Acquired by Type of Training 

Application of Knowledge ~cquired 

Less than 50% 50% M e r e  than 50% Total 
- 

Type of 
Training # % # % iff % if % - L 

General 2 10 7 35 11 55 20 100 

Technical 2 0  30 15 23 31 47 66 100 

Total 22 26  22 26 42 48 86 100 

care to match the training needs of potential participants w i t h  the 
technical content of courses offered. 

Table 17; Impact of Training on Salary by Type of  raining 

Training Lead to Salary Increase 

Yes 

Type of 
Training # % 

General 21 5 5  

Technical 16 57 

Total 37 56 

No Total 

# % # % 

17 4 5  38 100 

12 43 28 100 

29 44 66 100 



Data on ttne relationship between type of training and the 
impact of training on salaries of ex-participants are presented in 
Table 17. ~ifty-six percent of the ex-participants indicated that 
their training led to salary increases, Rowever, there was a 
marked difference in the relationship between type of training and 
salary increase by sector of employment which is not presented in 
the table. Hansen's study (1993) indicated that over 90 percent of 
the private sector ex-participants, who received general training, 
believed that the training favorably impacted on their salaries- 
Most occupy management and administrative positions. They were 
rewarded for increasing their administrative and management skills- 

In sum, all ex-participants were l i k e l y t o  have been rewarded 
for having receivsd general degree or non-degree training- 

Data in Table 18 indicate that knowledge acquired was used to 
introduce changes in employer institutions more often than it w a s  
not. This is true for general and technical training. Three- 
fifths of the recipients of general training (12 of 2 0 )  indicated 
that they used their training to make changes as did 61 percent of 
the recipients of technical training (41 of 67). 

Table 18: Knowledge U s e d  to Make Changes by Type of Trainfng 

Knowledge Acquired Used t~ Make Changes 

Y e s  No Total 

Type o f  
Training # % # % f % 

General 12 60 8 40 20 100 

Technical 41 61 26 39 67 100 

Total 53 61 34  39 87 100 

Mansen (1993) reported that FUNDAPEC-sponsored ex-participants 
were most likely to have used the training for this purpose. 
Seventy-seven percent of them responded affirmatively, while only 
53 percent of the  CNEE-sponsored ex-participants responded 
affirmatively. Many ex-participants felt that they were not 
provided with opportuitfes, nos were they encouraged, to put new 
management ideas i n t o  practice. 



Data presented arbovs on type of krafning suggest that general 
training is more likely to result in greeter hapacts on employer 
institution performance than is technical training, A t  least two 
explanations for t h i s  finding res-a31te6 brsm conversations with ex- 
participants, First, general tra5aing provided ex-participants 
with a greater awareness of alternative markets and altarnative 
praauct development. Tecbniocal training was more likely ts Pechls 
on bprovfag product qualfty. Beth are important, But keewPedge 
which leads ta new market devePapeat and ePtematAve export 
product identification nay have had more bpact, Second, general 
training is mare apglicztbBe across a variety of c ircms~ces -  It 
is easier for participants to appbly this Senowledge upom retura re- 
gardless of where they work or w h a t  they 40. Some ex-particspants 
indicated that the technical training which they received $?as not 
applicable to theix jobs. Xeappropriate candidate screening for 
this training may have reduced its utility Pus partbcipwts when 
they returned to their fobs, 

Place of Traininq 

Place of training refers to whether the training was provided 
in the Dominican Republic or at an off-shore site* ~nternational 
training is m o r e  highly valued by participants, However,  it is 
less accessible to many, because it generally is more time 
consuming and costly. 

Data in Table 19 reflect me relationship between place of 
training and the application of knowledge acquired through 
training. Half of t h e  ex-participants reported having applied over 

Table 19: Application of Knowledge by Place of Training 

Application of Knowledge ~cquired 

L e s s  than 50% 50% Hore than 50% Total 

Place of 
Training # % # % # % # % 

O f f  -Shore 5 11 12 27 27 42 44 180 

In-Country 18 41 9 20 17 39 44 100 
- 

Total 23 26 21 24 44 50 88 100 



half of what they learned through their training programs. On 
balance, off-shore training was more l i k e l y t o  be applied. Sixty- 
two percent of the respondents who received this t:ype of training, 
reported applying over 50 percent of what they learned. This 
contrasts with only 39 percent of those who received in-country 
training, Only 11 percent of those who received off-shore training 
indicated that they applied less than SO percent of it, whereas 41 
percent of those who received in-country training did so. 

The relationship between location of training and impact of 
training an participant salaries is illustrated in Table 20. The 
data indicate that less then 50 percent of the respondents reported 

Table Impact Training Salary Place of Training 

Training Lead to Salary Increase 

Yes No Total 

Place of 
Training # % # % # % 

O f f  -Shore 25 54 21 4 6  46 100 

In-Country 14 31 31 69 45 100 

Total 38 42 52 58 91 100 

that training resulted in salary increases for them. However, 
there is a considerable difference by location of training. Over 
half of those who received off-share training indicated that they 
received a salary increase because of the training, whereas less 
than a third of those who received in-country training did. Hansen 
(1993) reported that both public and private sector participants 
who received off-shore training were more likely t~ indicate that  
training had a significant positive impact on their salaries. 

Similar trends were apparent in the use of knowledge acquired 
through training t o  make changes i n  employer institutions. Data in 
Table 21 show that less than half of the participants used know- 
ledge acquired Lo make changes. However, there was considerable 
variation by place of training. Off-shore training was more likely 
to have been used to intraduce changes, Over half of those in the 
sample, who received off-shore training, reported that they had 
used what they learned to introduce changes.  his contrasts 
sharply w i t h  in-country training. Less than a third reported that 
t h e y  had used what they learned to make changes, 



Hansen (1993) again reported that these trends were consistent 
for both private sector and public sector and N w  ex-participants. 
Public sector ex-participants w e r e  more likely to have applied 
knswledge obtained through off-shore training, Eighty-two percent 
of the public sector participants indicated a a t  they have used it 
in this way. By contrast, only 60 percent of the private sector 
participants, who received off-shore training, did so. 

Table 21: Knowledge Used to Make Changes by Place of Training 

Knowledge Acquired Used  to Make Changes 

Yes No Total 

Place of 
Training B % # % # % 

O f f  -Shore 25 54 21 46 46 100 

In-Country 14 31 31 69 45 100 

Total 39 43 52 57 9 1  100 

Data on place of training suggest that off -shore trainhg has 
a consistently g~eater pasf t%ve impact on employer institutions, 
participant careers rand project target object5ves. Off-shore 
training was more frequeatly applied, more frequently used to make 
changes in employer b i w s ,  and was more likely to have favorably 
impacted on salaries. 

Nature of Traininq 

Nature of training is somewhat analogous to type of training. 
It refers to whether or not the training is in management and 
administrative theory and practice or related to technical and/or 
production topics. 

Data in Table 22 indicate that management and administrative 
training is more often applied than is technical training. About 
two th irds  of the  ex-participants, who received this training, 
indicated that they applied more than 50 percent of it in their 
work- This contrasts sharply with technical training. Only about 
a fourth of those who received this training reported having 
applied more than 50 percent of what they learned. 



This trend is consistent with the distribution sf those who 
indicated that they applied less than 50 percent of what they 
learned. Over half of those who received technical training 
reported low application of what they learned. This contrasts 
sharply with the figure for those who received management training. 
Only 16 percent reported applying less than 50 percent crf what they 
had learned, 

Table 22: Application of Knowledge Acquired by Nature of Training 

Application of Knowledge Acquired 

Less than 50% 50% More than 58% Total 
- 

N a t u r e  of 
Training f % # % # % # t 

Management 10 16 17 27 36 57 63 100 

Technical 12 52 5 22 6 26 23 ZOO 

Total 22 26 22 26 42 48 86 100 

Hansen (19931 noted in his study that technical training 
related to production issues is much less frequently applied. O v e r  
70  percent of the participants from both sectors indicated that 
they applied 50 percent or less a9 the techn5cal training which 
they received. Of even greater significance was that 63 percent of 
the private sector respondents had used less than half sf the 
technical training they received. This is important for future 
mission programming of training in that there is a tendency toward 
more short-term technical training. Many respondents indicated 
that technical course content had no bearing on their jobs, and, 
therefore, was essentially useless to i 3 e m .  

This outcome may reflect a problem in the recruitment process 
for technical short-courses. Xnsufficient care may be given to 
identifying candidates who can readily apply the technical 
training. The more technical the training, the narrower the base 
of qualified candidates for the training. ~dlministrative and 
management training, an the other hand, is more applicable to 
different situations and different tmes of industries, 

While data on level of application indicate mat management- 
type training is applied more often, data in Table 23 indicate that 



trainees use both management and technical training to make changes 
in their sponsoring institutions, Management training is most used 
to m a k e  changes. sixty-one percent of the ex-participantc, who 
received this type of training, responded affirmatively. However, 
over half of those who received technical training also responded 
affirmatively. 

Although not all training has been applied by participants to 
their jobs, these data indicate that training has had a positive, 

Table 23: Knowledge Used to Hake Changes by Nature of Training 
. 

Knowledge Acquired Used to Eaake Champs 

Yes 

N a t u r e  of 
Training # % 

Management 28 61 

Technical 20 53 

Total 48  57 

No Total 

# % # - 
18 57 46 100 

18 47 38 100 

36 43 84 100 

important impact on the organization and production face* of 
sponsoring institutions. The overall inpact of training can 
probably be increased by tightbaing up the salestion process for 
participants. This will be more Clffficrtlt it =training plans are 
not required for short courses. Descriptions of contents of 
courses should be distributed to prospective participants and to 
their sponsc~,:s prior to the n~miraatioaa process. 

Data in Table 24 reflect returns; which participants received 
from their training. Salary ingreases are related to nature o f  
training in the same way t3at '.'_ey relate to type of training. The 
greatest returns are evidently from management training. Forty- 
three percent of those, who rec3ived this training, reported having 
receivzd important salary increases as a consequence of it. Tech- 
nical training tended ta be less rewarded through salary increases. 
O n l y  26 percent of Uls ex-par'cicipants who received it, also 
indicated that they had received a substantial salary increase. 

Hansen (1993) reported differences in salary rewards for 
training for ox-participants from the private sector and from the 
public sector and N W  comraunity. In part these differences 



probably reflect the scope of impact of different types of training 
on employer operations. Changes in management and administrative 
patterns are more likely to impact on the entire organization 
whereas technical impacts are more likely to be product specific. 
This observation is in no way meant to demean the importance of 
product quality improvement for firm competitiveness. This may 
simply be less likely to be reflected in wage increases, 

Whereas the impact of trair;ins on salarias has been high- 
lighted, it is important to bear in ~ i n d  that less *an 50 percent 

Table 24: Impact of Training on S a l q  by Nature of Training 

Training Led to Salary Increase 

Y e s  No T o t a l  
- 

Mature of 
Training # 8 # % f 8 

Management 29 43 38 57 67 100 

Technical 6 26  17 74 23 100 

Total 35 39 55 61 90 100 

of the respondents indicated that their training had any kmpact on 
their salaries. Thus ,  incentives other than salary increases may 
be necessary to induce participation in the training programs. The 
opportunity to travel is an obvious incentive for off-shore 
training. Incentives for in-country training are less apparent. 

Data on nature of training clearly indicate tBak, from the 
passprrctive of ex-participants, ranagerent traiping had r grcatet 
impact on employer insti+u+ions, on the crreers of the partici- 
pants, and on DETRA objectivesI Hanagakertt training was much %ere 
liksly to be ap~l ie i3  and fact used to make ~hanges in employer 
gnstitutfoss. It was also more likely to have led to s salary 
iaessase than teebnical trafning. 

A l t h o u g h  the data f r o m  various surveys were not standardized, 
they all suggest M a t  significant returns from training have been 
obtained by the individual participants and their sponsoring 



institutions. They suggest that returns an investments in training 
are likely to increase over time, particularly for investments in 
long-term professional and management training. 

2. Case Studies 

In depth interviews were conducted with s ix  former partici- 
pants. Three of t h e m  w@re male and three were female; three were 
sponsored by CNHE and three w e r e  sponsored by FUM)APEC. The inter- 
views clearly indicate the strong impact which training had on 
their lives and careers. Particularly the long-term training 
helped them acquire professional self images and to discover 
additional ways to contribute to the development of their country. 

Sponsoring Unit: CNHE 
Training Program: M.8. International Business 
Training fnstft%x%ion: University of Bouth Carolina 
Present Employer: R,Bo Mejia & Co. ,  C mt lh 

"I would consider the training opportunity provided to me 
through DETRA to have bean superb, The education that was 
provided to me changed my vision of life itself, Zt was not 
so such the  book learning; rather it was the overall program, 
and the pzlinciples which X learned, szmab as Bow to estabfish 
prf orities; the value of teamwork; sad tinne managermellt, These 
principles are not only haportant for me in business, but also 
in all other facets of life," 

&fr. Mejia is representative of a new generation of Dominican 
businessmen who are competing in international markets. He was 
sponsored by a family business, I1Flores Primor." He received his  
training in international business at the University of South 
Carolina, whose drogram is ranked number one in the U,S-  Upon 
returning to the ~ominican Republic, he took a jo. for a year as a 
f inancia1 analyst for Dole Company. This allowed Aim to apply many 
cQ the princfplss sf international marketing that he had learned in 
h i s  grad~~ate  prcgram. A f t e r  a year with this company, he resigned 
to re tu rn  ZQ the family business. This business was then focused 
on non-traditional agricultural exports to the U. 6, and it was 
being managed by an expatriate. Mr. Nejia took over the business, 
and changed the focus from export of products to sale in the 
domestic market, including hotels that cater to international 
tourists. This proved to be quite profitable, and he was able to 
move the business forward. Recently, he has turned the business 
over to his brother, and he has started his own import/export 
business, This business is also making a profit. 



Mr. Mejia reported that the training definitely made him more 
employable. He indicated that it had changed his way of thinking. 
It taught h i  how "to do business," "how to read business 
scenarios, @' *;how to learn about opportunities, 1w and "how to take 
calculated business risks," 

When asked what the most important component of his training 
progrz& was, Mr. Mejia replied that it was the six m o n t h  internship 
with the Sara Lee Corporation, a conglomerate which includes 
text Lc products assembled at Hmaquiladorasn in Central America. 
During this internship he worked for a division tha t  dealt w i t h  
Latin American plants, focusing primarily on inventory control 
systems. H e  indicated that the formal materials used in ithe 
classes were important, However, the opportunity to work with and 
to exchange ideas with Chief Executive Officers of major 
corporations was by far tae mst useful learning experience. 

Mr. Mejia recommended that USAID and other donors consider 
similar training programs for the Dominican Republic. They should 
focus on training middle and lower elass students. Re believes 
that the experiences provided -- particularly in business -- have 
the greatest pay off for the Dominican Republic, and will in the 
long run bring about rapid economic development, 

Sponsoring Unit: CNHE 
Training Program: Off-Shore uBMursery P l m t  Productionu 
Training ~nstitution: Agritech Consulting F h n  [ M i a m i )  
Present RnpIoyer: Agricentso, C. rr A. 

"The couxse was  rels+ively short, lasting for only one week. 
However, it  provided me w i t h  a broader v5sion of ;2hs total 
pOant industryc TBe  course provfaed an overview of a l l  
aspects of the industry, In~luding pro~~etiun~ management, 
packaging, marketing and financing. f eamDe away w i t h  a better 
understanding of the industry. %he interaction w i t h  other 
course eaembers from athex earntries of Laellin America was also 
bpsrtant. We were able to dismss mutual problenm arPd hoop we 
a8dressed them in each of our 

Mr. Sergio Grullon has been involved in agriculture for many 
years, having based his career on a graduate program at the 
University of Florida. He is currently V i c e  President and 
Treasurer for the Agricentro Co- At the same t h e ,  he is involved 
in several other agxibusfness firms, such as Arbofes Dominicanos. 
C .  x A. and Flores Primor. Mr. Grvllon indicated that it did not 
make much sense to expect that participation in a 5 day short 
course would ]Lead to a promotion or salary increase. In his case 
they did not. However, he touched ~m the importance of continuing 



education throughout one's career, and the positive impact which 
this has. In his case, this course was an important part of his 
life long learning process, 

The course was designed for executive managers. In addition 
to the management side, the course provided him with important 
information and techniques related to market development, princi-- 
pies about how to organize production systems to address specific 
markets, and packaging techniques related t~ sales promotion. He 
indicated that the knowhedge gained has been used by him to 
i n i t i a t e  changes in h i s  company, These changes relate to decision- 
making modes and procedures, particularly as they relate to 
production, and product packaging and transport. He also indicated 
that the course will continue to impact favorably on his career. 

. Grullon indicated that the course cauld be improved by 
increasing the number of paeicipants. This would allow for grea- 
ter interaction, and discussion of practical problems experienced 
in ncln-U.S. settings and solutions to them. For individuals such 
as himself, w h o  have been immersed in the industry for  many years, 
he also recommended that the course have a strong practical 
component. 

GRACE RXVERA 

Sponsoring Units CWBE 
Trafning Program: M.8. Computer Information Sys~ems 
Training ~nstitution: University of Maryland 
Present Employer: Dale Domin5cana  

"I am a systems analyst. Par me It is essential to have the 
opportunitg' to grow- I g r e w  greatlp + h a m  to my +rainhg h 
the U . S .  It allowed me to oomp8xe Dominican reality with 
reality in %he 8.8. The H.S. pbcgsam ePabPed re t~ learn hool 
systems are approached in the 0.8. and to learn the latest 
techniques of systems analysis. Pn a broader sense, the 
experience enabled me to g r e w  personally. ft was my first 
attempt to live alone and to take control of mp life. X 
learaed much about systems analysis, teals used to do these 
analyses, and their application in the U . 8 ,  Since xetmingl, 
I have been able to apply many of them to my werk setting hers 
in the Doaninicaa Republic, 

Before beginning her studies in the U. S. , Ms. Rivera was a 
systems analyst for "Flor Born, 'I a branch of Manicera, C. x A- She 
returned initially to work for the same company. However, work 
condiLtions changed and she took a system job w i t h  the Bmco 
Popular, eventually leaving this company for her present job w i t h  
D ~ l e  Dominicano. She is presently a systems project leader, In 
this position, she is involved in a re-engineering program .for 



Dole. This program is taking a hard look a t  a13 administrative a d  
managerial processes in the company. 

She reported that she has received several salary increases, 
which w e r e  in large measure a consequence sf having completed her 
1M.S- degree- Her promotion ta systems project leader, responsible 
for a major component of the re-engineering exercise by Dole, is 
also a consequ,ence of her additional training. 

Ms. Rivera indicated that her training has made her m o r e  
employable. She indicated that she was offered several jobs with 
multinational corporazions [Exxon and! Mars) upon completion of her 
graduate program. She declined them to return t o  the Dominican 
Republic. She was also offered a job at the University of Maryland 
in its Department of Computer Sciences, but rejected it. 

She indicated that her work w i t h  the re-engineering project 
focuses on production effectiveness and efficiency improvement. 
She does not currently contemplate moving jobs, but. indicated that 
were she to do so, she would attempt to remain in the same economic 
sector. Thus her training is currently being used to strengthen 
the economic sectors targeted by DEPR24, 

Spomsoxing Usitt FUNDSeEC 
Training Program: Off-Shore: ~lcological  Principles and Sustainable 

Developmentw 
Training institution: Costa B i c a  (Organizat3en of 'hogicalStudies/ 

Universi*y of Costa W i c a )  
Present Employer: Fundlacion PRONATURA 

"That short-tern txaining experience represented my first 
opportunity to travel overseas. I bad many expeetations about 
the course, most of which were met. ft had a marked impact on 
my professional life. I was at a cross roads and it help me 
confirm my decision to continue working on environmental 
issues, rather than moving into other areas more closely 
aligned with my business management trainfng. I learned that 
elbere w e r e  many more things to learn about environmental 
uanagement and how to apply them.gD 

Ms. Perez has worked for the Fundacion PRONATWRA for two and 
one half years. She obtained a part-time position in the public 
sector working on environmental issues while completing her 
undergraduate degree program in business ananagementat the CatholLc 
University "Madre y Maestra." Later she was provided with an 
opportunity to work with PRONATURA which offered better working 
conditions and salary. 



Ms, Perez indicated that the training had a positive impact on 
her professional life and on PRONATURA. She indicated that she has 
received several salary increases due to the training. The first 
was related to a promotion to ~ublic Relations officer shortly 
after completing the training program. Recently, she has assumed 
the project coordinator position for a four gdar K c A r t h u r  Foundla- 
t i on  sponsored program in biosphere reserves. 

She attributes these promotions to training received under 
E She indicated that  she really did not know haw to do her 
job prior to the training. The course taught her how to do many 
aspects o f  her job. More importantly, the course also taught her 
about environmental policy and principles of sustainable 
development. These courses complemented the courses in business 
administration which were part of her undergraduate program. 

More importantly, Ms. Perez indicated that she learned lessons 
for life through the program. She indicated that she learned of 
the need to include natural resources in the accounting sf national 
resources; the cost of cutting trees and other natural resource 
depletion acts. She indicated that international relations have 
been made easier far her, particularly how to prepare written 
materials for potential international partners, acceptable 
accounting methods, etc. 

Ms. Perez indicated tha t  she has used these experiences to 
make changes in PRONATURA. These changes have beenmore procedural 
and related to her own work, including preparation of publications 
and other technical reports. She indicated that the training w i l l  
continue to impact favorably on her career. 

Ms. Perez had very little negative to say about the program. 
She indicated that the orientation received from ~~A~~/Dominican 
Republic was excellent. If there was one problem, it was the 
detailed medical examinations required, She indicated that parts 
of the course were disorganized, and that some ef the course 
logistics were inadequate. The course lasted 21 days. 

She indicated that the most positive aspect of the course was the 
interaction with other participants, many of whom held important 
planning and policy positions in their countries, and with the 
professors. She indicated that this interaction helped her to 
understand what needs to be taken into account when making program 
decisions, such as to enlist the active participation of co~lzmuni- 
ties residing in affected. areas in order to make programs work. 



LUIS B, REXES 

Sponsoring Unit: F m A B E C  
Training Program: M.9. Economics 
Training ~nstitutionz Vanderbilt University 
Present EmpPoyerx Central Bank 

''The opportunity to eOeplete an H,8. degree in Economics in 
the U . 8 ,  Bad an important bpact on my life. It allowed me to 
obtain professional tools that have helped me to compete suc- 
cessfully in mp professlonab d i e l d  in the Dominkan ~epwblic. 
fn addition to this prsfessfonaP growth, the M . S -  program 
reinforced several extremely .hipertant personality character- 
f sties, such as discipline, perseverance and dedic~t ion  to th8 
task at hand, These have B e e s  essential in alEawisg me to 
achieve ay profcssienaP and personall p a l s  in life.#o 

. Reyes has worked for the Central Bank of the Dominican 
Republic for the past twelve years, He was selected by Bank 
officials to continue h i s  studies under DETRA at Vanderbilt 
University, where he completed an I. S. degree in  Economics. H e  
continues h i s  employment a t  the Central Bank w h e r e  he is currently 
the Deputy Director of the Department of Monetary Programming and 
Economic Research* 

Mr. Reyes indicated that h i s  salary and position actually 
decreased momentarily after returning for his  training experience, 
This w a s  because the Bank was undergoing a re-engineering program, 
and the old structure was in flux, However, h i s  current job atatus 
is higher than that he held prior to his hi t ia t ion  of the study 
program. His salary has also bean correspondingly increased- 

, Reyes indicated that the training has increased his 
employability. Indeed, there are many opportunities for employment 
in  the private sector w i t h  institutions that reward sole ly  on the 
basis of having completed an M-S, degree in the United States. He 
indicated that organizations, such as CODETEL and private banks pay 
better salaries and seek economists with training in the U.S. 
However ,  he has committed himself to a government career, and has 
not sought these opportunities, 

Upon return he has dedicated himself t o  improving the 
technical capacity of the Bank. He believes that this suffered 
some deterioration during recent years,  as many of the more 
competent technical staff took jobs in the private sector, He has 
sought to increase me level of technical qualifications of the 
staff and to obtain more funding for technical operakdons, 
especially research. He indicated that his  professional training 
has been applied in several related ways, such as (1) advocating 
and orienting policy reforms; (2) leading technical refoms in the 
Bank; and ( 3 )  inproving the climate for and conduct of economic 



research in areas such as the Department of National ACCOU~~S. On 
a more general level, he has worked on impraving the professional 
climate in the Bank, particularly that related to work discipline. 
He has sought to lead as a role model, and to hire others as role 
models for office staff. He believes that the professional 
training he received at Vanderbilt will help him throughout his  
career. While there, he acquired basic tools of economic research, 
in addition to learning bow to learn, and reinforcing work 
principles, such as persistence, dedication and discipline. 

M.r, Reyes indicated that programs like DETRA could be improved 
by using individuals in managerial positions who are familiar w i t h  
graduate programs in the U.S. He indicated that he experienced 
problems w i t h  his English training and adaptation to life in the 
U.S .  that could have been avoided. For example, he had difficulty 
in obtaining a Social Security Number, without which he was unable 
to rent an apartment. Be indicated that GNHE fellows had an easier 
time of it, because of the support provide them by Development 
Associates, once they arrived to the U - S ,  

In general, Mr. Reyes was very positive about his program. He 
hopes that an additional program will be initiated that will give 
colleagues in the Bank an opportunity to study in the U . S . ,  and 
indicated that he would be happy to participate in such a program 
by serving on an advisory committee af ex-fellows. 

Sponsoring Unit: FUHDAPEC 
Training Psagxasn: Off-Shore 'W.S. Money and Capital M&rketsw 
Training fnstitatiee: Nev Yerk Pnstituke of Ffnance 
Present Employer: B o l s a  be Valores Dominicaaa 

@@The finecsoe world i s  r key dimension of the global economy- 
It i s  integral to tBe ability to compete in ini-sraatfonal 
markets. With increasing global competition, this is becoming 
more true eve- day. The training which X rece&ved through 
BET= has permitted me to contribute to the rcenomic 
development of my country by teachfeg about capital narkets* 
P help athers to learn twough the courses which I teach. I 
have been able to greatly improve them, thanks to the trdnipg 
X received, and the contact which I made while undertaking the 
training. " 
Ms. Thomen has indicated that she is currently in her third 

career, namely development of capital markets. She is the 
Administrative Chargee of the Dominican StockKarket, In addition, 
she is also the Executive Director of a nan-profit organization 
entitled the Institute Dominicano de Mercados Capitales (IDMEC) In 
these capacities, she has dedicated herself to the development of 
capital markets for the benefit sf Dominican economic development. 



Ms. Thomen indicated that she failed to receive a salary 
increase as a consequence of participating in the program. She 
indicated that this would have been inappropriate given the 
objectives of IDMEC, and the fact that it is a nonoprofit 
organization. She indicated that has received a promotion in job 
title with the Dominican Stock Market, 

Women have a rough time competing in certain domains of the 
Dominican economy that are still defined as male dominant. capital 
markets is one of these domains. However, Ms. Thomen asserted that 
the training would help her to seek alternative employment, if 
indeed this were her interest, She indicated that she has been 
able to employ most of what she learned in %he short course, Each 
member of the course was given 18 books about stock markets, She 
has used then to improve her performance as a part-time professor 
at UNAPEC, and as a prof assor i~ the courses offered by IDXEC. She 
and her colleagues have revamped the content of their courses based 
on this experience. 

She indicated that the training will have a long lastkg 
effect on her, because of its marked impact on her professional 
l ife.  Part of that impact was thraugh the materials which she 
studied; part of it was through the contacts which she made. The 
course enabled her ta interact intensively with mid-career students 
from around the world, all of whom occupied important positions. 
It also enabled her to make contacts with U.S.  faculty members w h ~  
have since been used in courses ~ffesed in the Dominican Republie. 
She indicated, however, that a very valuable aspect of the program 
w a s  the course content, much of which has bee= incorporated into 
curriculum of courses which she offers in the  omh hi can Republic- 

1. U.8. Agency for International Development [USAID] 

The General Development Office of the USAID Mission in Smto 
Domingo was responsible for overseeing implementation of the 
project. The Office was responsible for obtaining visas for CNHE 
and FWNDAPEC participants to travel to the U.S.  and other 
countries. The Office worked closely w i t h  P P m  in placing the 
first CmE-sponsored students, and all FUNDAPEC-sponsored students 
i n  training programs in  the U.S. The GDQ was responsible for  the 
revision and certification of medical exareinations, transcripts and 
application documentation review, transmission of departure 
notices, and faklaw up for all oSf-shore participants under this 
project, The GDO also briefed participants on their program in the 
U. S. and debriefed w i t h  many of them upon -eir rekurra, Former 
participants were generally complimentary of the professional, 
efficient operation of the General Development Office. As regards 



FUNDAPEC trainees specifically, the GDO also handled the proces- 
sing, documentation, placement, monitoring and follow up of parti- 
cipants attending third country training, with the assistance of 
other USAID Missions, particularly those of Mexico and Costa Rica, 

The Off ice was also responsible for overseeing the program 
performance of CNHE, the CPME contractor [DAI] , and FUNDAPEC, This 
was performed by the 6D0 Chief from August, 1986 to NovemBer, 1988 
when Mr. William Binford was hired under a Personal Services 
Contract to manage contract activities. He worked closely w i t h t P l e  
Project Offices in C m E  and FUNDAPEC, interacting on a daily basis 
with staff in these offices. A t  times, he provided then with 
appropriate assistance in the performance of their duties, 
particularly those related to USAID implementation and reporting 
requirements. Both CNHE and FUNDAPEC were highly complimentary of 
his participation in the project, 

2, National Council of Businessmen [CHflE] 

CNHE was initially contracted to manage all in-country as- 
pects of DETRA. It was selected because of its close association 
with the business sector. It established an Off ice for the program 
and contracted personnel to staff it. Problems which it encoun- 
tered in following USAID established recruitment procedures are 
discussed in previous program evaluatisns ( R e n f  orth, 1990 ; Hansen, 
1993) and will not be discussed here. Thase problems were inter- 
twined w i t h  tho broader issues of equity and efficiency- Program 
requirements tended to favor participation by relatives of firm 
owners and managers, particularly those w h i c h  w e r e  family owned 
and/or small. However, these individuals were not underprivileged. 

CNHE experienced several changes in program managers during 
the course of the project. These transitions, however, did not 
negatively affect performance of responsibilities. CNHE continued 
to m e e t  the original objectives of the program, while FUMDBPEC 
directed much of the training it managed to the new objectives. 
CNHE used committee structures to select overseas training 
candidates, to select in-country training institutions, and to 
select in-country trainees. 

3. Pounaatiorn APEC [FUBDAPBC] 

FZTNDAPEC was contracted in 1988 to provide in-country 
management for training of individuals from the public sector and 
from NGOs. It established an Off ice and contracted two persons to 
manage the program. Their responsibilities were similar to those 
of the CNRE management staff. They helped to select candidates for 
overseas training, to select institutions to provide in-camtry 
training, and to select participants for in-country training. 
Staff worked well with the USBID General Development Office, 



Management of financial aspects sf the program w e r e  divided 
between the FUNDAPEC Project Manager and the FUMDAPEC Accountring 
Office. FUMDAPEC experienced some accounting problems w i t h  USAID. 
Unlike CrJWE, FUNIlAPEC had other major programs similar to DETRA. 
During the early phase of the project, it tended to mingle funds 
f r o m  various sources. USAID found this to be an unacceptable 
practice; however, it made it possible for DETRA to continue 
program operations during periods in which USAID decided t o  with- 
hold funding approvals from FUNDIWEC. 

FUNDAPEC focused on several content areas that did not P i t  
well in the original project framework, These included public 
health, primary education and democracy strengthening. However, 
these topics were consistent w i t h  newly defined USAID Mission 
strategic objectives- 

Partners in International Education and  raining (PIET) w a s  
responsible for placing off-shore trainees, for their logistical 
support and for follow-up activities, PIET received high anarks 
from USAID, former participants and FUNDBPEC, All indicated that 
PIETfs participation in D E W  was highly satisfactory. 

4. Development Associates, Xgc. 

Development Associates, Inc, (DAI) was contracted by the OSAID 
Mission to t t . . .  provide technical assistance for the organization, 
administration and training of staff to succsssfuPly i m p l e a t e n t  the 
Project. The U.S. Contractor.. ..directly responsible through a 
U , S .  home off ice for placement, maintenance and follow-up of all 
participants. i@ Its activities were bound by objectives of the 
project , namely : 

* to increase and diversify the export of non-traditional 
products by the Dominican private sector; 

to increase the production and efficiency of Dominica private 
sector firms; and 

to establish and develop cultural and professional ties 
between Dominicans and U.S. citizens. 

It worked closely with CNHE project staff in Santo Dodngo in 
selecting and processing candidates. 

In general, DAI performed well under the contract. It helped 
CNHE attain D E W  EOPS indicators- DAf provided the following 
figures in its final report (DAI, 1994). In all, over forty per- 
cent of the trainees placed in the U - S ,  by DAI were placed at 'l.IBCTJs 
after October 1, 1991. Forty ~ercent of the participants w e r e  
female. The courses in which participants were placed carifom to 
the original project objectives, Forty-eight percent received 
training in exports and marketing strategies; thirty-two percent 



End o f  Project Status Indicators 

G o a l  ~btained 

H-S, Degrees 36 34 

Short-Term, Overseas 265 348 

Short-Term, In-Country 1,350 2,044 

received training in management skills; and &out sixteen percent 
received training in banking and other financial matters- 

The USAID Hission demonstrated its satisfaction with DAI contract 
performance by contracting with it fox the second phase ~f the 
project in 1991. 

DAI encountered several limiting factors in the conduct of its 
technical assistance. They axe evident in DAIrs self evaluations 
of program performance and in those provided by other p&icipants 
in the project, Perhaps the two most significant problems 
identified by program participants w e r e  sometimes inadequate 
placement of participants and poor quality technical assistance 
provided to the CNHE Project Office. 

Am Placement 

Some participants registered complaints about their 
placements. In general the complaints resulted from unhappiness 
w i t h  the quality sf programs in which they w e r e  placed. There arte 
at least two explanations why placement problems occurred. DAI 
indicated that its abi l i ty  to place participants w a s  l imited Bay 
objective qualifications of the candidates, Partisularly during 
early stages of the program, many of the candidates had law GRE and 
GMAT scores, and low Grade Point Averages. DBS: reported that this 
disqualified them from placement in many first t ier  universities. 
Placement in some of these universities was also limited by the 
amount of funding available for the project. Many sf these 
universities insisted in charging full out-of-state tuition. 
Similarly, short-term training was ~egotiated on a grogram-by- 
program. basis. When DAI w a s  unable to negotiate contracts with 
preferred institutions within general cost parameters, it often 
selected other programs for the training, 

Participants were asked to rate the placement process by DAI. 
The following distribution of responses was reported by them in 
their Final Report (DAI, 1994) . 
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Participant Evaluatioe of Program Placement by DAI: 

Percent 

50 

50 

Errcellent./Very Good 

B. In-Country Technical Assistance 

Students and some participants in the pxogr::~ reparted that 
local technical assistance sometimes did a poor job cf handling 
required paperwork. This was reflected, for example, in delays in 
getting documents, such as PIO/Pfs to the USAID ~issio:: .  On other 
occasions, documents w e r e  delivered, but w e r e  incorrectly f i l l e d  
out, 

Although located in  the CNHE O f f i c e ,  the local technical 
assistant worked for DAX rather than CNRE, She was responsible far 
helping to select, orient and place candidates. A t  times, her 
assessments of candidate selection and local orientation varied 
from those of CNHE staff and differences were not resolved easily. 

Most aspects of the U.S. based training went well. However, 
at times DAI had to deal with uncontrollable variables. Several 
were discussed in its final reports (1991, 1994)~ including: 

5 C U  Placement: Some key HBCUs were uninterested in bidding on 
short courses. 

@ participant violation of Rules: Same participants actually 
dj.sappeared in the U.S .  or left courses without notifying DAI 
or receiving permission to do so. 

Health Insurance: HAC insurance was slow in issuing identifi- 
cation cards which created problems fox participants in 
registering for classes and otherwise dealing with university 
procedures 

@ Inte~ruptions in Funding: Failuro by the Dominican government 
to meet conditions related to AID Development programs, such 
as those of the Brooke-Alexander Amendment, caused disconti- 
nuities in funding and program activity* 

0 Candidate Aktritioa: Some candidates w e r e  deselected from the 
program after having been placed. Sometimes this occurred 
shortly before programs w e r e  to begin. In some cases DAI had 
to meet financial commitments encumbexed for the proposed 
training, despite the cancellations. 



Students were generally very positive in their assessment'- of 
U.S .  based training experiences, Consistent with &Be above discus- 
sion, their criticisms of the program tended to r ~ f P a c t  problems in  
placement and i n  handling of applications. They are reflected in 
several quotations of student evaluations provided by aAI: in it 
Final Report (DAI, 1991) for the first period of 22.3 contract in 
response to a question about negative aspects of thtztr prograns. 

". . .n~t being able to attend a school of my praze~ence, not 
because I was not able to get in, but because of a lack of 
attention from my placement officersem 

.the way that w e  were handled in the Dominican Republic 
before the program started and the first five months etfker it 
started, as. . . .was not very careful with the way mat she 
handled our papers and applications. W e  arrived in Wash2ygton 
and most of the paperwork we had filled out three ~ool *~?s 
before was lost or rnisgla~ed,~ 

F. LESSONS LEARElED 

Training I~paCt 5s D i r e c t l y  Related to +he Amowe of Plmdi=g 
Iavesked in It. 

Overseas, long-term training has the highest impact, but is by 
far the most expensive. This type of training hpacts  on a s  
professional formation of participants as well as on their 
technical performance. The principles and orientation to their 
professional and to their work environment, which they acquired 
during the training, had important long-term effects on their 
careers, and on their employer institutions. 

High Quality, in-Corntry Training Capacity is ~vailsble. 

Local institutions provided excellent training under DEn3&- 
This was more true of courses which lasted for one w e e k  or xoro. 
These courses w e r e  strengthened, as w e r e  the sponsoring inst i -  
tutions, by the incorporation of appropriate international. 
personnel into the course offerings. This capacity is found in 
Santo Domingu as well as i n  the interior of the country. Park of 
this training capacity is found in the NGO community. 

Training Should be Targeted on Economie Sectoxs rather khaxk on 
Specific Institutians/~terprises. 

Considerable job mobility occurred among participants upon 
return from their training. This was 'most notable for those wha 



undertook long-term and overseas tzaining. In some cases, their 
sponsoring institutions went out of business, In other cases, they 
provided returned participants with unsatisfactory jobs. Partici- 
pants found that they had highly valued and marketable skills upon 
return. Many accepted more attractive job offers. 

Host of the mobility which occurred, however, took place 
within the same ec~nomic sector in which training was provided. 
For example, some Central Bank-sponsored participants took jobs 
with private banks; some professors of agr%culturs took jobs w i t h  
other agribusiness firms; and some N W  employees took jobs with 
other NGOs in the same sector. Future Txaining should focus on 
manpower resource needs of sectors, rather than firms, to 
facilitate this type of job mobility, while at the sane t h e ,  
maximizing returns from investments in training. 

@ Enterprise Training 2Sans do not Work Wall in the Dsmixhican 
Republic. 

Alternative organizational approaches to training in the 
Dominican Republic should be considered and impleme~ted, Many of 
the firms participating in the training were small and relatively 
new. They had limited capacity to complete good training plans. 
Training candidates actually made major contributions to the 
preparation sf ETPs, but this resulted in a e i x  own personal 
training preferences, rather than the needs of e sponsoring 
finas, being reflected in them- 

Several. additional limiting factors were: (1) that there is 
less of a tradition of working witb traininq plans in the Donfnican 
private sector; ( 2 )  that many firms are family owned and operated, 
and desire primarily to send f anily members %or training; (3) that 
many private sector firms are on s h w  econs~ic footing, and are 
concerned with salving short-term proble~s rather than long-tern 
problems; and (4 )  that in the Latin American culture, there is a 
tendency to fteus on individual rather than organizational needs, 

As a result of these conditions, many firms defined the ETP as 
an application requirement rather than as a planning tool; many 
were poorly done, andl therefore of marginal use in defining 
training needs; and many tended to focus on needs of participants 
rather than their employers. 

Equity/~fficiency Parameters Determine Different Tjrpes of 
Training Programs. 

Programs that are designed to provide training to pr9vate 
sector firms, in order to strengthen t h e m ,  are more likely to 
emphasize cff iciency goals. Programs -at are not designed to 
provide institutional strengthening are more l ikely to emphasize 
equity goals. Private Sector firms, particularly family om@& ancP 



operated firms, are more likely to support the overseas training of 
family members, who later become managers and decision makers in 
the firm. These individuals are more likely to be of middle or 
upper class origin. However, training of these individuals is more 
likely to lead to higher payoff for the f ims. These participants 
are more likely to return after training and are more likely to 
remain with the sponsoring firm. 

Short-term training, particularly in-country training, is more 
likely to incorporate individuals of lower economic means. This 
training places fewer economic demands on sponsoring institutions, 
and the training is more accessible to individuals who may have no 
formal affiliation with institutions in the private sector. 

~omyrlsx Prejaet Management Structures Reduce program Effici- 
ency and Create A d d i t i ~ I l a l  work for other participating 
Pnstitutions. 

DETRA had two in-country management entities -- CNHE and 
FUNDWEC . Operationally, this implied that USAID duplicated its 
management and oversight responsibilities. This resulted in 
additional monetary and personneb management costs. Management 
costs w e r e  primarily borne by the General Development Office and 
the Controllers Office. In part this structure resulted from 
shifts in USAID ~issieaa pr ior i t i e s .  CbJHE was originally contracted 
to access the private sector, consistent w i t h  project objectives. 
When training was also shifted ts the public and N m  sectors, there 
a s  a weed to define an intermediary %&at worked w i t h  these 
sectors. A subcontract arrangement, using only one primary 
contractor, could have avoided s o m e  of the additional cost and 
management burdens. 

Leng-tern Projects Roquiro Dgsi~n Flexibility to Facilitate 
Maptatfan to Changing Circumstances, 

DETRA w a s  designed as an eight year project, During its life, 
many changes occurred in the ~ o l ~ i n i c a n  economy, and in AID 
priorities. These changes led to changes in the focus of training, 
Adaptation to the changing circumstances would have been less 
difficult, if greater flexibility had been introduced to the 
project design, It may be appropriate in the future to tie 
training to Mission Strategic Objectives and to specific projects. 
T h i s  would permit resources to flow in forms that are consistent 
with changing priorities. 

Several recommendations that are relevant to future training 
activities of the USAfD Mission are found below. 



@ USAID should maintain a portfolio of overseas training, 
particularly long-term training, because it results i n  
greatest impact on national economic and social development. 

USAID should incorporate activities which strengthen higher 
education institutions into in-country training programs. 
Substantial quality, in-country training capacity currently 
exists, This should be nurtured to increase the magnitude of 
training investments. 

Increased attention should be given to strengthening adminis- 
trative, managerial and sustainability dimensions of Dominican 
NGOs and PVOs which participate in the current USAID project 
portfolio. These institutions require this training in order 
to become sustainable over time. 





SCOPE OF WORK FOR EVALUATION 
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The project purpose was to "increase t h e  number of trained 
professional, t e c h n i c a l ,  and managerial personnel needed to meet 
the manpower demands of an export-oriented economy". The planned 
outputs were 8 PhD l e v e l  programs f o r  university Laculty menbers, 
55  Masters level academic programs, and 250 persons attending 
short-term technical programs. A l l  training was to take place in 
the  U.S. or  third countries and, with the exception of the 
university professors , all participants were to be f ron private 
sector, export-oriented companies. 

The project was amended i n  1988 t o  add an additional $8 
million worth of funding, for a total of $15 m i l u n ,  and expand 
the  project purpose to allow training of-employees of public 

*A sector and non-profit organizations and to include o p p o r t u n r ~ r e 5  
fo r  in-country training. The estimated number of PhD programs 
Was reduced to 3 ,  the  total number of Mastel;@s level training 
increased t o 2  and m- trainees increased to 
$QQ. An estlmatad 8 0  in-gountrv w o r k u p s  were envisioned, with 
an average attendance sf 30 persons. 

The project design specifies t h a t  all training m u s h n o t  only 
be in p r i o r i t y  Mission strategic objective f i e l d s ,  but also t t a t  
it be planned in t h e  context of oruanizatin-1 trainina need?. 
Each partioipa&ng firm o r  institution was expected to complete 
an Enterprise  raining Plan (Em), which should include an 
analytical review of training needs upon which to base a t r a i n i n g  
plan. A mid-term evaluation i n  1990 concluded that the ETPsJJere  
difficult for most firms to colepleta adequately and tha t  for t h e  . . 
majority of the participants they were considered to be an 
application requirement rather than a planning tool. Some 
changes were made in the ETP process after this evaluation. 

In 1992 contracts were signed by the two grantees under this 
project with the Technical Secretariat of the Presidency/TSP o r  
STP) t o  finance training under t h e  Local nlry-mv Promam, as 
local currency counterpart funds f o r  the project: The amount of 
$2 nillion p e p s  were made available to each grantee to reach the 
following ob j ectives : :The Consej o Nacional de Hombres de EmIjresa 
were to provide seven ( 7 )  in-couhtry courses with 175 trainees. 
The Pundacion Apec de Credit0  Eeucativo s Goal was fifteen ( 1 5 )  
in-country courses!with an estimate of 20-30 trainees per course. 

Background documents are available which will provide an 
ample pers~ective of the project  results to date. These inc lude ,  
b ~ t  are not liaited to: 
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a. f n t e r i n  i valuation, Project No. 517-0216, dated August 1990 

b. Impact  valuation, P r o j e c t  No. 517-0216, dated June 1992 .  a Copies of Mission Semi-Annual R e v i e w  reports. 

Copies of technical assistance contractor quarterly 
r epor t s .  

Copies Grantees ' Project Evaluation reports.  

The ~roject w i l l  be assessed on two levels: If trainees's 

I 
achievem=ht of their specific objectives for  using the training 
in their ernployer organization, and 2 )  resulting changes in the 
organization that contributed to the project goals. 

Tha evnluatisn team will carry out  the following tasks:  . 

I a. Revieti the project  docunents and other inportant background 
naterials. 

@ R w i e w  actual versus planned outputs, the purpcse and the 
goal of the project. 

#' 

c.  Meet with project participants and beneficiaries to assess 
h how the project  has assisted t h e m .  

f i  
/d. R e v i e w  the role of the technical assistance and assess 
\ performance of the contractor under this project, 

6.  Review M e  actual versus planned outputs, ,the purpose and 
t he  goal of the Local Currency Component under this project. 

f. Review overall accomplishments in terns of: 
-Sector of employment (public, private, NGO) 

nl4-~ype of t r a in ing  (academic, technical, in-country) 
nt-xature of technical training (general survey, product ok 

industry specific) 
'Gender of trainees by Sector, type of training and nature 

of training. 
,,&-Applicability and utilization of training received. 
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ARTICLE I1 - PERIOD OF SERVICE 

The contractor w i l l  provide services f o r  a period of 30 d+ys 
beginning a/a February 2 2 ,  1995 and ending o/a April 7 ,  1995. A 
s i x  day work week is authorized. Contractor will travel t o  t h e  
D.R. from February 22 through February 2 8 ,  1 9 9 5 ;  will return to 
t h e  I.7,S.A. during the  following two weeks while the f i e l d  work 
would be conducted; and retxrn on March 2 4  through A p r i l  7 ,  1995 
to do w o r k  in country, 

The period of servicg of this Purchase Order may be modified to 
meet Mission requirenents. 

ARTICLE 111 - DELIVEZABLES 
a. The evaluation team will attend an entrance mee*i+g, 

coordinated by the  USAID/DR project officer, with des~gnatsd 
USAID/DR off ic ia l s .  Additionally, a writtea List  of 'ss-th 
a soposad u p a n  and methodolow Lora with an 
evaluation schedule shall be submitted to the USAID/DR Project 
O f f i c e r  bv the COB of the second day in-country of the eval'lation 
team. 

I 
b. The evaluators will submit four car r y l f a s  09 +&a 1 

g?&&a$i- - and t h e  filled out A. 1. D. Eva 
Summa7-_) 24 hours pr ie r  to a final . 
debriefing meeting to be held with USAID/DR. After the 
debriefing meeting, four ( 4 )  copies of the revised  valuation 
Report draft shall be submitted to USAID/DR prior the evaluation 
team's departure from the Dominican Republic. 

c. Fifteen (15) copies in English and eight (8)  copies in 
Spanish of t h e  final evaluation report and three copies of the 
completad A . I . D .  Evaluation Summary form, plus Wordperfect 5.1 
software containing the evaluation and the s m a r y ,  must be 
received by USAID/DR within three weeks after the team's 
departure f r o m  the Dominican Republic. 

ARTICLE rv - RELATIONSHIP AND RESPQNSIBILITIES 

a) The contractor will work under the technical di rec t ion  of the 
USAID/DR A/Goneral Development Officer, .'xs s:~-iZf~'-~darnczyk: 
and/or her designee- 
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b) The cooperative Country Li-cials are the ~xecutive 
~ i r e c to r '  of FUNDAPEC, and the.Executive Elrectorof +he ~ o n s e i o  
Naczonal de Hombres de Empresa ( C N W ) .  

ARTICLE V - PAYMENTS 

- - I 

R e ~ m b u r s e m i t  office upon receipt of <he proper invoice -. 

acconpanied by a canpheted US Government Form SF-1034. 

b) The contractor is authorized to subcontract a local firm to 
eiling amount for this survey is 
This amount will be paid on a 

i s s i on  of invoice w i t h  proper 
supporting documentation. 

-L  - ----- "-= *A A t  A Z Z ; )  U y w l L  3 b L Y 1 * 1 . L . = a ~ ~ U A L  

02 an in ter im report; and a second piiynent upon delivery and 
acceptancg of the f i n a l  product daliverables as stated in the 
Scope of work. 

cl) The contractor's invoice shall be supported by a written 
statement from the cognizant Project  Officer verifying t h e  
Completion and acceptance of t h e  required deliverables. 
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Brohl, Allan 

1990 Establishment of a Returned Participant A l u m ?  Association. 
Prepared for ~ ~ A f D / D o x n i n i c a n  Republic, Project #SIX-0584. 
Karch . 

Chiriboga, Douglas 

1994 Memorandum to L i c .  Roberta E. Siz. March 8, 

Consejo Nacional de Hombres de Empresa 

Development Associates, Inc. 

1989 Technical Assistance for the Develo~ment Trainins Project. RFP 
No. DR-899-004. Arlington, Va.: DAX, 

1991 Summarv Final R e p o r t  llJulv 16. 1987 - Julv 30, 1991 on USAID 
Contract 517-0216 wDomiaican R e m ' k r l i c  Devels~ment Trainina 1 
Project. Arlington, Va. : DAI. 

1 1994 Dominican Re~ublie Develoment !l!raininq Project 11: Final 
R e p o r t .  Arlington, Va.: DAI. 

El Secretariado Tecnico de la Preside~cia 

1992 "Contrato e Prestamo entre El Secretariado ~ e c n i c o  de la 
Presidencia (STP) y Consejo Nacional de Eombres de Empresa, 
InC. (CMHE) .I* May 27.  

1992 *@Enmienda No. 1 A l  Contrato e Prestamo entre El Secretariado 
Tecnico de la Presidencia (STP) y Consejo Nacional de Hombres 
de Eniesesa, Inc. (CMHE) de Fecha 27 de mayo de 1992. December 
17. 

1992 'lContrato de Prestamo entre El Secretariado Tecnico de la 
Presidencia (STP) y Fundacion APEC de Credito Educative, Inc. 
(FUNDAPEC) May 27 .  

FUNDaPEC (Fundacion APEC de Credito Educativo), Inc, 

1994 Provecto Entrenarniento para el Desarrollo (DETRAI: Infome 
Final - Seauimiento de Earesados fPreliminar1. Santo Doego:  
FUNDAPEC, 21 de agosts. 

Gonzalez, Luis C. 

1 1995 Memorandum $0 Christine Adamczvk/Amelia Ramirez, January 4. 



Hansen, David 0 .  

1993 Innact Assessment: Develo~ment Trainina P r a i e c t ,  Washington, 
D.C.:  Academy for Educational Development, June. 

Instituto Superior de Afflricultura (CAD=) 

1993 Evaluacion del Tmwacto deL Proyeck~ *Entrenamiento Para el 
Desarrohho (DETRAIm Eiecutado nor Ba ~undacion APED 
QFWNBAPECE. S m t o  Domingo: EWNDAPEC, 3une. 

Luciano Lopez, Olgz , 

1994 Evaluacion de Im~acto del Provecta Entrenamiento oara el 
Desarrollo IDETWI) del. Consejo HacfonaP de Hombres d@ Em~resa 
(CmE) v Ba Aqencia ~nternacional para el ~esarrollo (AID). 
Santo Doxning~: CNHE, janario agosto, 

Murphy F. , Martin and Maricela Ramirez 

1988 Evaluation of the I m ~ a c l t  00 USATD/DR Foreian ~ r a h i n a  -ouram 
and O~iniarns of Returned B a ~ + : i c i ~ a m ,  Santo Domingo:  USWID/ 
#man Resources ~fvisicpa, July. 

1 Renf orth, William 

1990 M5dterm Evaluation sf Development Trainincr project. Final 
R e p o r t .  Washington, D.C.: Aeadeq for Educational Development, 

1986 Develo~ment 'fralnina Proiect Paper. USAIDfDominican Republic, 
Santo Dominga: USAID Hissfon. 

1988 Deveboment Traininu Pr03ect Paser: Amendasert No. 4. USAID/ 
Dominican Republic, Santo Damingo: USAfD Hission. 

EIDETWA Grant Letter to FU1lDAgEC President Dr. Marcelino San 
MigueP 11." Santo Doningo: WSAID Mission, August  24. 

WETRA Amendment 4 L e t t e r  to National Council of Businessmen 
President Jose del Carmen Ariza, ti Santo Domingo, USAID, 8/24. 

1992 Development Trainina Proi ect Status R e ~ o r t  f Cctober , 1991 - 
March. 19921. Santo Domingo: USAID Mission, 

1994 Dominican Re~ublic Action Plan (FY 1993-1994) , Dominican 
Republic: US&HD, June. 

1 1994 Project Status Report (April, 1994 - Se~tember. 1994).  

USAID/Dominiaan Rep~bli6, GDCa Office. 





* Michael Deal, Deputy Mission Director 

* Christine Aclamczyk, Chief, General Development Office 

* Amelia Ramirez, Training Officer 

* Thelma Camarena, Program Manager 

* Wayne Butler, Controller 

* John Thomas, Special Assistant to Mission Director 

* Henry Welhous, Project Eevelopmemt Office 

* Luis Gonzalez, Evaluation O f f i c e r  

* Efrain Laureano, Project Manager 

* Maritza Rodriguez, Contraller8s O f f i c e  

* Marina Tavaues, Project Development Office 

* Manuel Ortega, Project Officer 

%J. RETURNED PARTICIPANPS 

* Ramon H e j i a ,  R,H, ~ e j i a  and Cs, , C ,  x A. 

* Evaydee Perez S., Public Communications O f f i c e r ,  
Fundacion PRONATURA 

* Luis Reyes, Deputy Director Degt. of Honetary Programing 
and Economic Research, Central Bank 

* Sergio Gmllon, Vice President and Treasurer, Agricentro, 
Inc,, C .  x A. 

* Cristina Thomen, Administrative Assistant, Dominican Stock 
Market 

* FranciscoMendez, Professor, Institute Superiorde Agricultura 

* Jose Alfrsdo Guerrero, Department of Monetary Programming and 
Economic Research, Central Bank 
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If. PO- PRQG- aDElXHSSTRATQR8 

* Roberto Liz, Executive Director, FUNDAPEC 

* Rafael Afba, Former Program Manager FUNDAPEC 

* Alicia Tejada, Former Wsistant Program Manager, FUNDAPEC 

* Frank Castillo, Executive Director, CNHE 

* Carmen Salce, Former Program Manager, CMiE 





* Name 

* Type of  raining Received 

* Where   raining Received 

* Employer before training 

* Employer after training 

U6PACT OF TRZhZMYXGt 

* Is your salary higher than it was before training? 

Did training contribute to increase? 

How important was training for salary? 

* Do you have better job status now? 

As a consequence of training? 

* Did the training make you more employable? 

* Are you applying what you learned? 

How is it being applied? 
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* Have you helped to make changes in your employer institution? 

What have these changes been? 

* Do you believe that the training will help you in your future 
career and employment? 

Please Explain 

* Do you have any particular complaints about the program 
(either about USAID, Development Associates, etc?) 

Please expand 

* If you were i n  charge of a future program, how w o u l d  you m a k e  
it different? :- 

* What was the most positive aspect sf the program? 

--- . 

* What w a s  the m o s t  negative aspect of the program? 

Thank you 


